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ABSTRACT 
 
 
Research studies have reported that many organisations are challenged with the 
ability to retain talent.  Against this background, the purpose of this study was to 
investigate whether Absa Bank’s talent approach is succeeding in retaining 
critical talent. Talent management is undoubtedly one of the critical strategic 
imperatives facing business leaders today.  The current war for talent and skills 
shortage has resulted in growing pressure to attract and retain talent in order to 
have a competitive advantage.  The literature review in this study revealed that 
there is no “one size fits all” approach when it comes to talent management.   
 
The study emphasised the importance of having a talent strategy that focuses on 
unleashing and harnessing talent rather than just recruiting the best people in the 
market.  The study further highlighted that organisations should clearly identify 
their own talent drivers, based on their unique organisational culture and business 
strategic imperatives.  The key talent drivers discussed in this study include 
recruitment and selection, training and development, performance management, 
reward and recognition, diversity and culture, quality leadership and barriers to 
effective talent management.  The study further argued the importance of having 
a compelling employee value proposition (EVP), in an attempt to attract and 
retain the best people. 
 
The target population for this study consisted of middle managers at Absa Bank, 
where the majority of key value roles, which are critical for retention lie.  A 
sample of 100 respondents was randomly selected from the total population. The 
findings suggested that when an organisation has effective leadership, it is more 
likely to create a compelling EVP that is conducive to talent retention.  
Furthermore, the findings revealed that Absa is effective in applying certain 
talent strategies whilst other areas required more attention. 
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CHAPTER 1 
 
INTRODUCTION, PROBLEM STATEMENT AND OUTLINE OF 
RESEARCH 
 
1.1 Introduction 
 
Businesses today operate in a very dynamic and competitive environment, with 
constant rapid change.  South African business leaders find themselves in a 
dilemma of having to drive business profitability while at the same time 
developing people and contributing to socio-economic issues, such as 
transformation (Selby and Sutherland, 2006).The current high skills shortage and 
war for talent in the market, results in a growing pressure to attract, motivate and 
retain staff in order to have a competitive advantage.  
 
Duchon (2007) says that companies need to ensure that they have the right and 
motivated talent in place in order to increase productivity and profitability. This 
challenge requires companies to have a clear and compelling strategy to attract, 
motivate and retain staff. A good retention strategy involves actions and attitudes 
that make employees feel successful and appreciated; in other words, an all-
inclusive culture. 
 
Promoting a culture of inclusivity in South Africa has become a well-known 
business imperative, not only to redress past racial inequities and discrimination, 
but also to promote sustainable economic development. This has resulted in 
businesses experiencing pressure to transform in line with the Employment 
Equity Act (No 55 of 1998), as well as Broad Based Black Economic 
Empowerment (BBBEE) (Balshaw and Goldberg2008). Therefore, talent 
management retention strategies should be reflective of the country’s population 
demographics.  In the South African context, this simply means talent cannot be 
managed in isolation purely based on business skills requirements; but has to be 
aligned to the principles of Employment Equity Act. 
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It is against this premise that Absa undertakes to ensure that its talent 
management strategies will support Employment Equity initiatives.  These in 
return, are intended to establish a healthy working environment where all 
employees thrive.  
 
1.1.1 Background: Absa talent management philosophy 
 
In January 2008, the Financial Services Charter took a resolution to align the 
employment equity targets and timeframes to that of BBBEE Codes of Good 
Practice (COGP) in order to redress employment inequalities of the past. It is 
against this background that Absa is committed to develop the competence 
required for life-long employability, in an inclusive environment.   The study will 
specifically focus on Absa’s talent management philosophy, taking into 
consideration the employment equity principles and commitments. 
 
The Absa talent management philosophy focuses on identifying and developing a 
pipeline of top talent for future leadership and key value roles, both current and 
for the future.  At Absa, talent comprises individuals who are defined by their 
exceptional ability, attitude and ambition.  The talented individuals form part of 
succession planning, as informed by identified Key Value Roles, with the 
intention to retain them. 
 
1.1.2 Absa retention strategy philosophy 
 
The Absa group strives to be a High Performing Organisation (HPO) through 
having the best talent and most engaged people.  This is enabled through 
processes aligned to the HPO agenda, including such processes as recruitment 
and selection, learning and development, performance management, reward and 
recognition as well as talent management.  All these are supported by a 
companywide leader-led engagement approach, such as employee value 
proposition initiatives.  Retention has therefore become a business imperative at 
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Absa, with the focus on attracting, developing and retaining core talent.  As a 
result, Absa realised the need to develop a retention strategy; which is aimed at 
ensuring retention and optimal return in human capital investment. 
 
1.2 Problem Statement 
 
In addition to retaining top talent, South African organisations are also investing 
in a number of business strategies such as accelerated development programs, 
succession planning and talent management in order to realise workplace 
transformation (Selby and Sutherland 2006). 
 
Supporting this notion, various studies reveal that many organisations implement 
a wide range of strategies to promote transformation.  These range from short-
term measures of removing employment barriers, to long-term measures such as 
talent development.  Despite Absa’s commitment to the transformation agenda, 
an audit conducted by the Department of Labour found that Absa’s progress was 
not satisfactory. 
 
Various business reports reviewed within Absa reveal that African terminations 
show the biggest increase compared to other race groups. This is aggravated by 
employee performance trends, indicating that the African group continues to 
have the highest percentage of poor performers. 
 
Absa’s people strategy is to robustly drive a culture of high performing 
organisation, whilst promoting an inclusive culture.  The challenge with the 
aggressive differentiation on performance is that the African group performance 
curve continues to be skewed towards unfavourable distribution. 
 
The purpose of this study is therefore to investigate whether Absa’s talent 
management approach is succeeding in retaining critical talent within its 
transformation agenda. 
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In light of the above mentioned challenge, the below mentioned problem 
statement was identified and will be addressed in this study: 
 
How can Absa’s talent management strategy be improved to retain critical 
talent within Absa’s transformation agenda? 
 
This problem is complex in nature and requires a focused approached. In an 
attempt to find a suitable solution, the question to be investigated is whether 
targeted employees are experiencing Absa’s talent management approach as 
effective? 
 
To answer the main problem, the following sub- problems were identified: 
 
SUB-PROBLEM ONE 
What are the barriers that hinder successful implementation of talent 
management? 
 
SUB-PROBLEM TWO 
What proven strategies exist for retaining critical talent? 
 
SUB-PROBLEM THREE 
What are the main employee value proposition elements that promote talent 
management for retaining key employees? 
 
SUB-PROBLEM FOUR 
What role does leadership play in managing talent? 
 
SUB-PROBLEM FIVE 
How does the talent management strategy impact the transformation agenda at 
ABSA? 
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1.3 Demarcation of the Research 
 
The problem statement is a challenge facing the entire Absa group.  However, in 
order to make the study more manageable, the study will focus on the following: 
 
1.3.1 Targeted Levels 
 
The study will be conducted at Absa Eastern Cape, limited to middle 
management namely MM and PP levels.  These levels are based on Absa’s 
specific grading system. Typical roles at these levels include regional managers, 
sales managers and branch managers amongst others. These are the levels where 
the majority of key value roles lie which are critical for retention.  
 
1.3.2 Size of the organisation 
 
Absa Eastern Cape employs more than 1500 employees, with 267 managers. 
 
1.3.3  Geographical Demarcation 
 
The empirical component of this study will be restricted to the Absa group, 
Eastern Cape only.    
 
1.4 Significance of the Research 
 
Experience in the workplace has shown that there are conflicting views and 
experiences about effectiveness of both talent management and employment 
equity implementation when dealing with retention issues.  White employees feel 
disadvantaged by transformation initiatives, while black employees feel that 
workplace culture is not inclusive enough, leaving them feeling under-valued and 
with little adequate support compared to their white counterparts.  This leads to 
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lack of trust by employees of all races towards talent management initiatives.  
These perceptions threaten overall employee retention strategy initiatives. 
 
The significance of this study is to identify talent strategies that could lead to 
higher retention of key talent at Absa. 
 
The outcomes of this study can also be used to create an opportunity for creative 
human resources planning that goes beyond talent compliance, but also increases 
overall business effectiveness in meeting strategic objectives through talent 
management. According to Marion and Powell (2008), HR planning ensures that 
the right people are matched with the right jobs, doing the right things. The above 
mentioned will enhance greater collaboration in finding robust talent solutions 
between business leadership and HR team. 
 
Winn (2011) supports the above, stating that businesses need to adopt a long term 
approach in talent management in order to meet future business needs.  
 
In South Africa, talent management cannot be dealt with in isolation without 
considering transformation requirements. Human Resource managers of various 
industries are constantly rethinking ways of managing talent to enhance business 
performance while transforming the workplace. Recommendations will therefore 
be made on approaches Absa can implement to improve retention of African 
talent. 
 
1.5 Research Methodology 
 
The main problem of this study is to investigate whether Absa’s talent 
management approach is succeeding in retaining critical talent within its 
transformation agenda. This section outlines the procedure followed in solving 
main and sub-problems. 
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1.5.1 Research paradigm 
 
In investigating the main objective of this study, a quantitative research paradigm 
was utilised. The researcher needed to measure the data provided and consider it 
as facts of the study. 
 
1.5.2 Literature Study 
 
Literature findings on talent management approach to promote key employee 
retention were identified. 
 
1.5.3 Empirical Study 
 
A survey was conducted for the empirical study and consisted of: 
 
1.5.4 Measuring Instrument 
 
The questionnaire, consisting of thirty five (35) items, measured on a five point-
Likert scale, was developed to identify middle managers perception about talent 
and retention management strategies at Absa. 
 
The questionnaire was based on the following research variables: 
i. Recruitment and selection 
ii. Learning and development 
iii. Talent management and retention 
iv. Performance management 
v. Diversity and Culture 
vi. Reward and recognition 
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1.5.5 The sample 
 
A randomly selected sample of 120 managers from MM and PP grades were 
utilised to determine their perceptions of talent management and employee 
retention strategies at Absa. 
 
1.6 Definition of Concepts 
 
The term talent management can be interpreted in different ways.  In this study, 
certain topics relevant to talent management have been left out, with specific 
focus given to the concepts that follow below: 
 
1.6.1 Recruitment for Talent 
 
O’Callaghan (2011) defines recruitment as the process of identifying suitable 
candidates for employment and stimulating them to apply for jobs in the 
organisation. This is a dynamic process that requires adaptability to evolving 
market conditions.  Such a process requires consideration of factors such as skills 
and abilities, qualifications and experience. 
 
It is prudent to mention that the recruitment process is critical in creating a talent 
pool for the organisation in today’s competitive environment. The recruitment 
process should be aligned to the strategic objectives of the organisations.  This 
means, emphasis should be on attracting people with the right skills, 
competencies and attitude that are aligned to the organisation’s overall vision.  It 
is also critical to ensure the candidate is the right fit to the role.  This is to allow 
individual employees to utilise their full potential and has a direct link to 
performance and ability to retain. 
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1.6.2 Learning and development  
 
This refers to the process of understanding learning gaps and steps to bridge 
those gaps.  This is the continuous effort of developing employee’s skills, 
knowledge and abilities.  Such development should talk to both employees’ 
aspirations and organisational goals. Misaligned development is not only costly 
for the organisation, but poses a retention risk as well.  
 
Buckingham and Coffman (2005), mention that opportunities for growth and 
development give employees a sense of worth and belonging. It is therefore a 
leadership imperative to continually re-evaluate employees’ skills in order to 
ensure they remain relevant to the organisation’s strategic direction. This 
provides a unique opportunity to effectively manage performance and to 
proactively nurture talent. 
 
1.6.3 Talent management 
 
Uren and Samuel (2007), describe talent management as a process that involves 
attracting, identifying, developing, deploying and engaging talent.  Talent 
management can be summarised as an integration of various activities that are 
essential for competitiveness.  The rationale behind talent management is to 
develop the right people with appropriate skills for current and future demands of 
the organisation.In other words, it is concerned with identifying talent gaps, 
succession planning, recruitment and selection, motivating and retaining talented 
employees through a variety of initiatives (Ringo, Schweyer, Dermarco, Jones 
and Lesser 2010). 
 
The current high skills shortage and war for talent in the market results in a 
continuous growing pressure to attract motivate and retain staff in order to have a 
competitive advantage. Many authors regard talent management as the 
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managerial strategic priority of the 21
st
 Century (Farndale, Scullion and Sparrow, 
2010).   
 
Lawler (2008) recommends that managers spend about 30 – 50 percent of their 
time on talent management.  This will result in companies being more effective 
in attracting, developing and retaining people.   
 
Uren and Samuel (2007), reiterate the importance of embedding talent 
management principles within day to day operation, rather that it being 
compliance exercise. This involves the need to differentiate employees according 
to their performance and make fair employee investment decisions based on 
performance. 
 
1.6.4 Performance management 
 
One of the major challenges that confront managers in business is getting 
employees to perform at their fullest potential. This challenge is displayed in the 
analysis of both individual and organisational performance. 
 
Mathias and Jackson (2006) explain performance management as a process that 
involves a clear understanding of the organisation’s strategic direction and 
employees understanding their contribution in it.  The basic step in effective 
performance management is to clarify what is expected of individual employees, 
aligned to overall organisational goals.  This alignment enables managers to 
identify employees’ development areas, therefore develop training according to 
identified gaps.  
 
Effective performance management serves as a base of creating a high 
performance culture. It is evident this can be achieved through high performing 
individuals, therefore forms an integral part of talent management.  High 
performance requires quality leadership. Mellahi and Collings (2010) add to the 
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thought, stating that one of the key characteristics of high performing 
organisation is having leadership that is committed to talent issues. Strong leader 
will be in a position of effectively placing people in positions where they can 
realise their full potential and encourages them to meet high performance 
standards. 
 
Line managers have a primary responsibility of managing the performance of 
individual team members. The managers play a vital and distinct role of reaching 
inside each employee and releasing their unique talent into performance. 
However, industry experience has shown that line managers have a tendency of 
shying away from taking accountability of their team’s performance; and shift it 
to the Human Resources department.   
 
Thomas, Harburg and Dutra (2007) emphasise the importance of leadership by 
stating that a culture of high performance depends on the commitment of 
leadership.  Successful leadership makes it possible to get everyone to share the 
same mindset. Aligned mindsets in the business result in superior business 
results.  A systematic performance management tool/ process is essential in order 
to measure performance outputs effectively. 
 
1.6.5 Recognition and Rewards 
 
Outstanding employees must be recognised and rewarded accordingly.  Duchon 
(2007) says that companies need to ensure that they have the right and motivated 
talent in place in order to increase productivity and profitability. This challenge 
requires companies to have a clear and compelling strategy to attract, motivate 
and retain staff. A good retention strategy involves actions and attitudes that 
make employees feel successful and appreciated. This requires blending of 
monetary rewards such as base salary, with non-monetary rewards such a 
recognition, learning and growth, quality of life and so forth. 
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Research confirms that compensation and benefits are mostly a maintenance 
factor, not a motivator.  There is therefore a great need for managers to focus on 
core motivators in order to create an engaging environment.  This means there 
must be a balance between a culture of appreciating and valuing people, coupled 
with clear remuneration policies to justify pay levels; for example, pay for 
performance, scarce skills and so forth. 
 
1.6.6 Employment Equity Act 
 
Employment equity (EE) refers to South African legislation aimed at redressing 
inequalities and discrimination that existed in the workplace.  Despite the 
introduction of the above mentioned legislation, in over a decade of democracy, 
various reports by the government state that employment equity in the private 
sector has been slow. 
 
Various industry sector charters have been developed, setting transformation 
targets for EE in order to increase access to managerial and economic 
opportunities of previously disadvantaged groups.  Business is aware of the fact 
that failure to comply is accompanied by a heavy price; that is, loss of business to 
complying competitors (Horwitz, 2006).  The study will specifically outline 
Absa’s transformation progress as set out in codes of good practice. 
 
1.6.7 Employee Value Proposition (EVP) 
 
Employee Value Propositions (EVP) can be described as a mixture of 
characteristics, benefits and ways of work between the organisation and its 
employees. A compelling Employee Value Proposition and delivering a positive 
employee experience will help place an organisation at a competitive advantage 
when it comes to attracting and retaining talent.  The study will explore 
implementation of Employee Value Proposition at Absa, aligning it to the 
literature study. 
13 
1.7 Outline of the study 
 
This study includes the following chapters: 
Chapter 1 Introduction, problem statement and outline of the research 
Chapter 2 The importance of talent management 
Chapter 3 Talent management at Absa 
Chapter 4 Research methodology 
Chapter 5 Analysis and interpretation of results 
Chapter 6 Summary, conclusion and recommendations 
 
1.8 Conclusion 
 
The study has a focused approach in trying to determine the depth of the problem 
that hinders successful talent retention.  A number of key variables that impact 
talent retention were identified and will be explored through engagements with 
some senior human resources practitioners of reputable organisations.  This study 
hopes to bring a creative solution that will increase a culture of talent retention. 
The role of talent management in business will be discussed in the next chapter. 
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CHAPTER 2 
 
THE IMPORTANCE OF TALENT MANAGEMENT 
 
2.1 Introduction 
 
In this chapter, the role of talent management in business is presented, with the 
intention of highlighting its strategic importance in retaining talented employees.  
This chapter begins with a discussion of talent management definitions and key 
concepts. Further, variables relating to talent management are explored. These 
include strategies that enhance a talent management culture such as recruitment, 
performance management, recognition and reward and leadership, amongst 
others.  The study provides a detailed discussion of such strategies and their role 
in retaining talented employees. An overview of barriers that hamper successful 
implementation of talent management is outlined.   
 
2.2 What is talent management? 
 
McDonnell, Lamare, Gunnigle and Lavelle (2010) point out that researchers 
differ significantly in their understanding of what constitutes talent management.  
The difficulty in identifying the precise meaning of talent management results in 
it being open to many interpretations and perspectives. 
 
Cappelli (2008) suggests that talent management is a process of anticipating the 
need for human capital and setting out plans to meet the need. This requires a 
mindset where organisations view talent as crucial for organisational success. 
The mindset of developing strong leaders within an organisation is crucial to the 
success of talent management initiatives.  This means adapting a mindset that 
looks beyond attracting and retaining the best people, but also puts strong 
emphasis on unleashing and harnessing their potential.  (Van Rooyen and Whittle 
2011). 
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Garrow and Hirsh (2008) bring forth a different approach that talent management 
is about positive things.  They substantiate this argument stating that it is all 
about doing good things for the organisation’s best people.  The good deeds 
include investing in their development, building potential; thereby helping people 
make the best of their strengths and improve on their weaknesses.  
 
Blass (2007) has a different perspective where he suggests that talent 
management refers to additional management processes and opportunities that 
are made available to people who are considered as talent.  
 
Joubert (2007) defines the term talent as the person’s ability to repeatedly inspire 
and arouse emotion in other people.  Amongst others, these emotions include 
happiness, excitement and confidence. On the other hand, Garrow and Hirsh 
(2008) define talent management as a systematic attraction, identification, 
development and retention of high potential individuals in the organisation. 
 
Although there is no clear, shared definition to the term talent management, this 
study will focus on the talent mindset as suggested by Van Rooyen and Whittle 
(2011). 
 
Lewis and Heckman (2006) state that despite the lack of a clear definition, talent 
management is indeed of strategic importance.  The authors make mention of 
three distinct approaches regarding talent management and the importance of 
integrating these elements. 
 
The first approach views talent management as the integration of typical Human 
Resources processes such as recruitment, selection, career development and 
succession management.  This requires a mindset change in the application of 
these traditional human resources practices and looks beyond specific 
departmental needs.  In other words, this requires business leaders to have a 
broader perspective of organisational needs when it comes to talent attraction and 
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retention; rather than only focusing on their specific departmental needs. 
 
The second approach focuses primarily on the creation of talent pools to ensure 
an adequate supply of human capital throughout the organisation.  This involves 
processes such as succession planning.  The main focus is to gain a solid 
understanding of the internal workforce and make projections on 
capacity/staffing requirements.  Ultimately, this will indicate areas where there is 
a surplus or shortage of skills. 
 
Lastly, the third approach focuses on talent classification on the basis of 
performance.  This places emphasis on identifying high performing and high 
potential talent.  The main principle is to encourage a culture where highly 
competent performers are differentiated and rewarded for their exceptional 
performance. This is achieved by classifying employees according to 
performance levels and categorising them accordingly.  In order to ensure 
fairness in this regard, an effective performance management system is essential. 
 
From the above discussion, it can be concluded that an organisation needs to 
clearly identify its key talent drivers; then strategically focus on executing them 
in order to retain talent.  As previously discussed, the term talent management 
can be interpreted in different ways.  In this study, certain strategies relevant to 
talent management such as employee engagement and organisational culture 
have been left out, with specific focus given to the strategy as discussed below. 
 
 2.3 Talent management strategy 
 
Garrow and Hirsh (2008) state that having a clear talent management strategy 
provides greater focus to the business.  The authors specifically mention three 
focus areas of a talent management strategy. 
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Firstly, a talent management strategy gives focus on what kinds of roles require 
attention for strategic and sustainable success of the organisation. 
 
The second focus involves determining the strength of the talent pipeline for 
those roles, thereby making strategic decisions with regards to investing in 
specific people development ahead of demand. 
 
The third focus is specifically around setting talent management goals, linking to 
the organisation’s overall strategy.  Setting the goals is essential in guiding talent 
pool identification and recruitment processes. 
 
There is no “one size fits all” talent management strategy.  Different 
organisations may need different approaches in their talent management strategy.  
The different approaches will be informed by factors such as critical skills 
required, organisational culture and leadership pipeline amongst others. 
However, a good talent strategy consists of a combination of variables that 
promote a talent engaging culture.  This includes putting together processes that 
will enable and empower manager to identify and recognise talent.  Effectively 
recognising talent increases chances of the organisation’s ability to retain talent. 
 
One of the ways of engaging talent in an organisation is by clearly articulating an 
Employee Value Proposition (EVP). 
 
2.3.1 Employee Value Proposition (EVP) 
 
Bibb (2010) describes employee value proposition as a combination of 
characteristics and appeal that the organisation offers to both current and 
prospective employees. In other words, EVP is about positioning the organisation 
as the employer of choice to both current and prospective employees. 
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Mandhanya and Shah (2010) suggest that good employer branding is essential in 
building an EVP that matches both what employees want and what the 
organisation expects from them in return.  The authors define employer branding 
as a targeted, long term strategy that values perceptions of current and 
prospective employees, as well as related stakeholders about the organisation.  
The overall objective is to create an appealing organisational image in order to 
attract, engage and retain talent.  
 
When an organisation develops an EVP strategy, it is crucial that it determines 
what is important to the diverse group of people it wishes to attract and engage. 
This is to ensure that targeted diverse current and potential employees find the 
organisation's offer appealing. A carefully thought through and executed EVP 
strategy differentiates the organisation from its competition. An assumption can 
therefore be made that an effective EVP enables the organisation to attract and 
retain the best talent and have engaged employees.  
 
Duchon (2007) supports the above-mentioned principle, saying that companies 
need to ensure they have the right and motivated talent in place in order increase 
productivity and profitability. This challenge requires companies to have a clear 
and compelling strategy to attract, motivate and retain staff. A good retention 
strategy involves actions and attitudes that make employees feel successful and 
appreciated.   
 
Smith (2011) cites research conducted by the Corporate Leadership Council, 
stating that a compelling EVP must be employee-centred and requires blending 
of monetary rewards such as base salary, with nonmonetary rewards such a 
recognition, learning and development.  A positive EVP is a result of accurately 
determining what makes employees commit to the organisation. 
 
Priyadarshi (2011) emphasises the importance of organisations to have an 
explicit EVP in order to attract and retain talented employees.  He further states 
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that employees play a crucial role in portraying brand image, therefore recruiting 
the right type of talent becomes critical; as well as employer brand image. 
 
According to Mandhanya and Shah (2010), companies that focus on talent 
management are strategic in nature.  The authors further state that these 
companies are more deliberate in how they attract, select, train, develop and 
retain people in the organisation.  These companies are disciplined in developing 
plans and processes to manage and monitor talent and these include: 
 
 Attracting and recruiting talented candidates   
 Managing and offering competitive salaries 
 Providing training and development opportunities 
 Implementing performance management processes 
 Promotion and deployment processes (succession planning). 
 
Garrow and Hirsh (2010) agree with all the above practices and go further in 
adding that these companies’ reward and recognition processes are aligned to 
both the organisation’s and employees expectations. Over the above practices, 
talent oriented organisations create a culture of inclusion by ensuring that talent 
pools are adequately represented.  This requires actively building diversity 
management into talent management practices. 
 
In order to create a talent oriented culture, Uren and Samuel (2007) emphasise 
the importance of transforming talent management from compliance exercise to 
the one of commitment; where managers have a genuine desire to build a 
sustainable talent pipeline.  High performing organisations strongly display these 
principles. 
 
2.3.1.1  The Employee Value Proposition Framework 
 
Sibson (2012) summarises EVP framework in five elements which include 
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compensation, a monetary reward received in exchange for employees’ work and 
performance; benefits, to indirect compensation including flexible work hours; 
career, an opportunity for personal advancement and growth; work content, the 
fulfilment employees receive from their work; and affiliation, the employee’s 
feeling of belonging to the organisation. 
 
Harris (2007) concurs with the elements suggested, emphasising the importance 
of having the entire employee value proposition, rather than only focusing 
compensation and rewards.  He points out that an EVP focus empowers 
management to achieve business strategy through people. 
 
Sullivan (2011) agrees with the above, stating that a targeted personalised 
approach is required in order to realise a reasonable retention of talent.  This is of 
critical importance given the current skills shortage where skilled, talented 
people are on demand.  He further emphasises the importance of human resource 
role in embarking on aggressive recruitment and retention in order to minimise 
the risk of losing talented employees to competition. 
 
Figure 2.1 below depicts an integrated EVP model, consisting of both monetary 
and non-monetary benefits that appeal to employees.  It can thus be concluded 
that a compelling EVP enables the organisation to attract and retain talent.  
Therefore, in today's competitive environment, a strong EVP serves as a basis for 
recruiting, attracting and retaining talent. 
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Figure 2.1: Employee Value Proposition Model (EVP) 
 
Source:  Brewster et al (2009:132) 
 
2.3.2 Recruitment and Selection 
 
Brand (2008) states that effective recruitment and selection are of strategic 
importance in any organisation. Industry experience has shown that making the 
right recruitment decisions is one of the most crucial elements in effective 
management of human resources.  This means human resource practitioners have 
an overall responsibility of ensuring the matching of the right people, with the 
right skills to the right job.  Therefore, a recruitment strategy is paramount in 
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ensuring that the organisation is able to achieve its short to long term objectives 
through people. One of the means to realise recruitment success is not only to 
recruit for skills, but for attitude and behaviour. 
According to O’Collaghan (2011), recruitment is about optimizing the fit 
between the person and the organisation, as well as finding the best fit between 
the job requirements and applicants.  Achievement of both factors improves 
chances of increased job satisfaction and job performance. 
Gowan (2004) concurs with O’Collaghan, stating that successful recruitment 
results when an organisation understands the relationship among a person-job fit, 
a person-organisation fit and cultural differences.  She further reiterates that 
organisations need to acknowledge the complexity of cultural differences in their 
recruitment initiatives as these have a direct impact on how the employer’s image 
is perceived.   The organisation may recruit candidates using the same message, 
but the same message may be interpreted and valued differently due to the 
diversity of the target audience.  
O’Collaghan (2011) further points out factors affecting the recruitment process, 
with particular reference to external factors in the South African labour market. 
The talent strategy has to align with the principles of the Employment Equity Act 
and Broad Based Black Economic Empowerment Act, with the intention to 
redress the past employment inequities in the South African labour market. 
2.3.2.1 External Factors 
The South African labour market is challenged with unemployment and scarcity 
of talent.  Government policies and legislation such as the Employment Equity 
Act and the Labour Relations Act have a direct impact on recruitment. These 
laws put pressure on the recruitment processes for South African organisations.  
Management needs to make sure that both business and legislative needs are 
catered for in the recruitment process.  This may include involving trade unions 
to the recruitment and selection process.  Disputes may occur if the decision is 
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not acceptable to all stakeholders.  This may result in identified talent not being 
appointed in targeted positions, which poses a risk of losing talent to 
competition. 
In today’s competitive global economy, organisations are faced with the 
challenge of retaining their top talent.  Ahlrichs (2003) suggests this may be a 
result of competitors having a stronger EVP or employment brand, amongst other 
factors.  The author emphasises the importance of creative and dynamic 
recruitment which is directly linked to strong EVP and employer brand. An 
organisation can focus its recruitment initiatives either inside or outside the 
organisation.  Both these approaches have advantages and disadvantages.  
Table 2.1 below summarises advantages and disadvantages of appointing talent 
either from within or outside the organisation (O’Collaghan, 2011). 
Table 2.1 Internal and External Recruitment 
 Advantages Disadvantages 
Internal 
Recruitment 
It may increase performance due to 
high motivation level of those 
promoted. 
Instils loyalty and high morale. 
Provides opportunity to 
continually assessment talent from 
within 
It may cause infighting and 
politics to those who were not in 
favour of the promotion. 
The promoted employee may 
require intensive management 
development program. 
External 
Recruitment 
New employees bring new insights 
and perspectives. 
New employee is independent of 
company politics. 
 
New employee may take time to 
adjust to culture, therefore, 
productivity may slow. 
Internal candidates may feel 
discouraged an unrecognised for 
their efforts. 
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An organisation needs to be conscious of both the advantages and disadvantages 
of attracting talent either from within or outside the organisation.  These need to 
be incorporated into the talent strategy, with the intention of increasing chances 
of retaining talent once appointed.  
 
2.3.2 Training and Development 
 
Browning, Edgar, Gray and Garrett (2009) state that once talent has been 
successfully recruited into the organisation, the next step is to ensure this talent is 
harnessed and fully utilised.  This should take form of employee training and 
development in order to ensure that employees remain relevant in their career.  
Training employees does not only enable employees to excel in their work, but 
also improves their confidence levels. 
 
It is important for managers to understand the form of learning and development 
initiatives that will serve as motivating factors for different employees.  This 
makes it easier for employers to keep employees engaged and motivated, 
particularly with the intention to retain skills and talent.  Managers have an 
overall responsibility to continuously identify learning and development 
opportunities for employees (Ahlrichs, 2003). 
 
According to Ahlrichs (2003), learning can be achieved in many forms that are 
not costly to the organisation.  These may include job shadowing and job 
rotation. 
 
Hamilton (2008) states that learning and development is most effective when it is 
an integral part of an overall performance management program as well as other 
human resource practices such as succession planning.  Karthik (2012) points out 
that organisational training has a direct impact on increasing employees’ 
commitment.  In today’s competitive and dynamic environment, employers 
continually seek ways of retaining talented and skilled employees.  Training acts 
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as an important tool improving employee motivation and satisfaction through 
knowledge empowerment.  This in turn acts as an effective retention tool as 
employees feel that the organisation cares for them and is willing to invest in 
their personal growth and development. 
 
Babaita (2011) emphasises the importance of the training function as strategic 
partner that is instrumental in influencing good performance.  This in turn serves 
as a good talent retention strategy as talent appreciates the organisation’s 
willingness to invest in their growth.  This argument is supported by Edralin 
(2011), stating that training aims at improving employees skills, knowledge and 
attitude.  This in turn improves employees’ job satisfaction, thereby increasing 
chances of retaining talent. 
 
2.3.4 Performance Management 
 
Performance management is essential in making talent decisions.  This ensures 
the organisation appoints the right calibre of people into identified key positions. 
 
Selden and Sowa (2011) explain the performance management process as the 
process of aligning individual performance with organisational performance. 
This process makes employees aware about organisation’s goals, priorities and 
expectations; as well as how well these employees need to contribute to the 
organisational goals.   
 
Coetsee (2004) agrees with Selden and Sowa (2011), stating that the performance 
management system should consist of the following five elements: 
 
 Organisation’s vision, strategies and goals should be aligned with those of 
business units as well as those of individual staff members. 
 Performance discussions should be conducted between a staff member 
and individual employee.  This is to ensure that goals are aligned and 
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reviewed continually. 
 Performance objectives should overall be guided by the principles of 
employee value proposition. 
 Performance objectives should be specific, measurable, achievable, 
realistic and time bound (SMART). 
 Performance management reviews should be conducted according to set 
standards in order to ascertain level of achievement. 
 
The outcome of performance reviews is instrumental in making various strategic 
leadership decisions. These include decisions about talent, employee 
development and reward.  Talented employees are able to consistently deliver 
high performance standards against set organisational objectives. 
 
Figure 2.2 below provides an overview of the performance management cycle.  
The cycle highlights how performance management contributes to overall 
organisational objectives.  Job performance is crucial in making talent decisions. 
Therefore, it is important for an organisation to appoint the right people to the 
right jobs.  This does not only maximise performance, but also increases job 
satisfaction.  When employees are satisfied with their jobs, the likelihood of 
retaining them becomes greater. 
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Figure 2.2 Performance Management Cycle 
 
Source: www.worksystems.com 
 
An effective performance management system makes it possible for business to 
effectively manage and nurture talent.  This is achieved through performance 
review discussions, regular feedback and coaching talent. 
 
2.3.5 Reward and Recognition 
 
Businesses acknowledge the need to have a reward strategy that goes beyond the 
usual pay based schemes, but rather aim towards a total rewards package in order 
to attract, engage and retain employees. According to Danish (2010), rewards are 
crucial in establishing exceptional performance and are positively associated with 
employee motivation. 
 
Excellent service is important in driving customer satisfaction, which in turn 
benefits the organisation through increased customer loyalty, thereby increasing 
chances of sustainable competitiveness.  One of the approaches of getting 
employees to offer excellent service is through employee reward programs 
(Kopelman, Gardberg and Brandwein, 2011). 
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Curran (2004) suggests that recognition is all about making people feel 
appreciated and valued.  She mentions that although money is important, it does 
not substitute the true value of appreciation.  Recognising and rewarding talent is 
a great way to engage and retain employees.  Different organisations make use of 
varying reward and recognition programs due to varying organisational cultures. 
Therefore, business leaders and human resource practitioners need to ensure that 
reward and recognition programs are based on the organisational culture and 
value system.  
 
This study has previously mentioned the importance of blending monetary 
rewards such as base salary; with non-monetary rewards such a recognition, 
training and development amongst others. According to Danish (2010), tangible 
incentives are effective for boosting performance results; whilst rewards and 
recognition are key factors affecting employee motivation. 
  
2.3.6 Monetary Reward 
 
According to Duchon (2005), base pay is regarded as the first important 
component, as the employee’s first basic question is “what do I get?” Every 
person’s lifestyle basically revolves around the bottom line take home pay.  It is 
therefore important for leaders to ensure that jobs are profiled and graded 
correctly in order to offer fair compensation.  This process requires businesses to 
have clear remuneration policies to justify pay levels; for example, pay for 
performance and scarce skills.  
 
Incentive schemes are another form of monetary reward. This is variable pay, 
directly dependent on achievement of certain targeted outputs.  Incentive 
programs can be based on various available models; for example, companywide, 
department or individual measurements. This form of extra cash is likely to 
encourage good delivery. 
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Paying competitive salaries is important in attracting and retaining talent.  
However, studies regarding reasons why people change jobs suggest the 
compensation is often mentioned as the last reasons.  Therefore, paying 
competitive salaries is not enough to retain talent. 
 
2.3.7 Non-Monetary Rewards 
 
Recognising employees for their contribution is important. Nelson (2002) affirms 
that being thanked for doing work increases the likelihood that the employee will 
do more good work.  He points out that this is one the greatest means of 
recognising people and does not cost the organisation.  Nelson further cautions 
managers to avoid surprising employees with recognition, but rather determine 
the best form of reward or recognition relevant to individual employees. 
Recognition initiatives should be exciting and relevant to the diverse needs of 
employees.   
 
Research suggests that recognising employees builds morale, enhances 
performance and increases chances of retaining talent. The reality is that most 
organisations cannot afford to match the market or pay above the market 
remuneration packages.  However, organisations can provide a unique 
opportunity of a flexible work environment to promote work-life balance.  This 
can serve as an attractive value proposition for talent, make the employees feel 
the organisation values them personally; therefore, they are more likely to be 
motivated and engaged. Duchon (2005) says this is the component that offers 
organisations great flexibility with very reasonable, indirect costs and can 
increase chances of retention. 
 
Figure 2.3 below shows the total reward framework, which integrates key 
components that are essential in engaging employees. Talent engagement is 
crucial in talent management as employees experience a sense of belonging.  
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When employees have a sense of belonging, they are likely to remain with the 
organisation, thus easier for the organisation to retain talent. 
 
Figure 2.3 Total Reward Framework 
 
Source: www.strategic-workplace.com 
 
2.3.8 Quality Leadership 
 
Managers have a huge impact on the daily lives of employees. Many employees 
experience frustration at work as a result of their managers. This in turn results in 
low motivation levels. Bagraim (2003), describes motivation as the energy that 
drives, directs and sustains behaviour. 
 
Wellins and Concelman (2005) support this thought, stating that although there 
are multiple factors that influence employee engagement, the quality of 
leadership is the most influencing factor.  Research shows that employees with 
strong leadership are more engaged and have quality relationships with their 
managers. Highly effective leaders create and maintain a vibrant environment, 
marked with trust, open communication and inspiration. 
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Trust and openness allow a leader to make a conscious effort of listening and 
understanding what is important to the employees. Industry experience has 
shown that strong leadership are in a better position of effectively placing people 
in roles where they can realise their full potential and encouraging them to meet 
high standards. Recognition must be shown to outstanding employees and must 
be rewarded accordingly.    
 
Employee relationships with their respective managers determine whether or not 
they will stay or leave a job.  Most often employees typically leave because of 
their bosses. If people are managed well, challenged and given the necessary 
support, they can overcome obstacles and achieve great results. 
 
Thomas, Harburg and Dutra (2007) agree that a culture of high performance 
depends on the commitment of leadership.  Effective leadership makes it possible 
to get everyone to share the same mindset. Aligned mind-sets in the business 
result in superior business results.   
 
Thomas et al. (2007) further state that a knowledge-age business knows that it 
can only achieve high performance through acquiring, developing and retaining 
talent.  Recent studies show that about seventy five percent (75%) of the labour 
force is ready and prepared to job search. This, combined with the current skills 
shortage, makes it challenging for business to attract and retain talent.  This 
challenge requires that leadership, at all levels work together towards attracting, 
engaging and retaining employees.  
 
Managing a robust and efficient talent pipeline as well as strategic roles is one of 
leadership’s strategic imperatives. This is one of the proactive opportunities the 
company has to secure and nurture its talent, and through good performance 
management. The main goal is to ensure that the business has the right people, in 
the right place, at the right time with the right skills to meet business needs and 
strategy. 
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DuBrin (2010) mentions that effective leaders help teams to attain high quality 
and customer satisfaction; as well as the team itself enjoying job satisfaction.   
A leader should understand that a team is not just people who work for the same 
manager, but a group that shares a responsibility for producing something 
together, and that team members are unique.  In order for leaders to be effective 
in leading the teams, they need to understand their own leadership style, attitudes 
and behaviours.  
 
Based on industry experience, managers that have been promoted on the basis of 
their technical knowledge and lack soft skills to motivate employees, have 
proven to be a challenge. This can be a demoralising factor and counter-
productive in talent attraction and retention strategies as employees would lack 
trust in leadership.  Another leadership dimension is lack of understanding of the 
diverse cultures within the workforce. This further contributes to a lack of 
synergy within and this hampers organisational reputation as the employer of 
choice. 
 
2.4 Barriers to effective talent management 
 
Mellahi and Collings (2010) state that recent studies conducted with global 
organisations revealed that the majority lack a healthy talent pipeline to occupy 
strategic positions within the organisation.   
 
Coulson-Thomas (2012) points out various challenges that hamper successful 
implementation of talent management.  The author argues that many talent- 
related initiatives tend to be generic in nature and time consuming; by the time 
they are implemented, requirements may have changed as organisations 
constantly undergo necessary restructuring that is paramount to staying 
competitive.  Changing organisational culture and keeping people engaged at the 
same time can be a real challenge due to feelings of insecurity and instability.  
This has a direct impact to the organisation’s ability to attract and retain talent. 
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Coulson-Thomas (2012) further argues that many organisations embark on 
aggressive recruitment of talent from outside the organisation.  The authors 
believe this approach is more costly and unsustainable.  He reasons that a star 
performer in one organisation may not necessarily perform so well in another.  
 
Lawler (2008) elaborates on this thought by pointing out that buying or recruiting 
talent is one thing; however, leveraging and unleashing their capabilities to gain 
competitive advantage is another.  The new organisational culture may be a 
shock to them; therefore, they may take time to adapt and be really competitive.  
Whilst going through this stage, they can be very difficult to manage and retain. 
 
Another challenge that confronts talented people is the question of being 
accepted by colleagues.  Colleagues who are not considered as talented may feel 
threatened by them; therefore, withdraw their contributions.  These conditions are 
very challenging to operate under even to the most talented individuals. 
 
Talent in an organisation come with high ambitions and expectations. Coulson-
Thomas (2012) mentions that talented employees may become bored and 
discontented when they feel they are given responsibilities that are beneath them.  
In order for talented individuals to flourish, they need to be led and managed 
appropriately. 
 
On the other hand, Coulson-Thomas (2012) cautions against only focusing on 
talent and missing out opportunities and potential of other people who may not 
necessarily standout but excel in specific areas that are instrumental in achieving 
the organisation’s strategic objectives.  The author concludes that fortunes can be 
invested on talent, which may not necessarily be engaged or appropriately 
utilised.  Even when talent is adequately supported and utilised, very often it gets 
head-hunted by competition without the organisation realising return on the 
investment. 
 
34 
Garrow (2008) highlights another dimension that potentially hampers successful 
implementation of talent management. The author highlights that talent 
management success often depends on people management skills of the line 
managers, as well as their perspective of talent.  Some line managers may be 
conservative in their thinking and not be supportive of talent fast tracking. This 
may result in line managers blocking or delaying development of high potential 
individuals, who do not need to take as long to get to the next level. The author 
further argues that line managers can deliberately block the talent pipeline by 
holding on to individuals who are instrumental in boosting performance of their 
business units.  In other words, they may not share real capability of their key 
individuals with the rest of the organisation just to benefit their business unit 
performance. This may hinder effective management of talent for self-serving 
reasons.  
 
Mellahi and Collings (2010) point out another dimension that is hazardous to the 
talent agenda; that of over emphasis on individual performance, which and 
undermines teamwork.  The authors argue that this has the potential of creating 
destructive internal competition without yielding positive results. It is therefore 
prudent that managers overcome and discourage silo mentality at all costs in 
order for talent management initiatives to flourish. 
 
2.5 Conclusion 
This chapter has dealt with key talent management concepts, arguing their 
importance in talent retention. The discussion included variables affecting 
effectiveness of talent management as well as strategies that enhance a talent 
management culture.  The strategies discussed included recruitment, training and 
development, performance management, employee value proposition, reward and 
recognition and quality leadership.  Chapter two concluded with barriers that 
hamper successful implementation of talent management. Chapter three utilises 
the strategies identified in chapter two, as a basis to review the application of 
Absa’s talent management strategies. 
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CHAPTER 3 
 
TALENT MANAGEMENT AT ABSA 
 
3.1 Introduction 
 
Chapter two dealt with literature pertaining to the role of talent management in 
business, with the intention of highlighting its strategic importance in retaining 
talented employees. Various retention strategies such as talent identification, 
performance management, leadership and providing a unique employee value 
proposition were identified.  
 
This chapter focuses on the applied approach of talent management at Absa, 
aligning it to the literature presented in chapter two.  
 
3.2 Talent management strategies employed at Absa 
 
Talent management is regarded as of critical importance in realising business 
success.  Therefore, Absa places specific importance in effective management 
human capital and recognises people as the most critical asset to business growth.  
Absa’s talent management strategy had been referenced from Absa internal 
document, namely Talent Development in Africa.  The key components of the 
document follow in the discussion below. 
 
3.2.1 Talent Definition  
 
Absa defines Talent as people who consistently outperform their peers and who 
demonstrate the potential and expertise to drive the business forward. These are 
people who deliver results and possess ability, attitude and ambition. 
Ability refers to the capacity a person shows to use their skills, knowledge, key 
experience and behaviours in more complex roles in the future; that is, aptitude. 
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Attitude is described as the extent to which the person role models the 
organisation’s values and the core behaviours expected from them. 
 
Ambition at Absa is seen as the extent to which employees align themselves to 
the current strategic direction and wants: 
  Recognition 
  Advancement and influence  
 Willingness to expend discretionary effort 
A person’s potential is therefore judged by looking at the combination of ability, 
attitude and ambition. Each of these qualities needs to be equally strong, coupled 
with a strong performance record, and the capacity to inspire others to follow 
them. Using a systematic performance management process, individuals who 
possess the above-mentioned combination form the basis of the talent pool at 
Absa. 
 
3.2.2 Absa’s Talent Strategy 
 
Talent Management is a strategic imperative and Absa recognises it as an 
enabling vehicle in supporting the transformation agenda. Absa’s approach to 
talent aims to ensure sustainability and depth of a talent pipeline. The primary 
objective is to grow internal talent to ensure solid business understanding is 
achieved and utilised. The secondary objective is to acquire and attract external 
talented individuals across the industry. 
 
Absa strives to have world class talent management processes and practices that 
are consistently applied across the various business units. This is to ensure that 
Absa is well positioned to attract, develop and retain top class talent and thus be 
regarded as the employer of choice. This means that by implementing Talent 
Management and a focus on the attraction, development, engagement and the 
retention of talent will help reach Absa’s key strategic objectives.  
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One of the fundamental practices of Talent Management is having talent reviews. 
A talent review is a disciplined way for the leaders of Absa to discuss the 
performance, potential and development of their people and to decide on action 
plans for strengthening the talent pool. 
 
3.2.3 Talent Identification 
 
Absa identifies Talent on the basis of performance and potential for critical roles. 
Critical roles at Absa are classified into two categories namely Key Value roles 
and High Impact roles.  Key Value roles are roles that are strategic and 
leadership-driven by nature and have long term impact on the business.  These 
roles are paramount in driving business strategy and change and directly impact 
the achievement of long term business strategy.  Examples of such roles include 
general managers and regional managers. High Impact roles on the other hand 
are more operational in nature and have immediate impact on operational 
performance.  These roles are often specialist or technical in nature, requiring 
unique skills sets; examples include sales managers and risk officers amongst 
others. 
 
Absa continuously seeks individuals who deliver consistent results and possess 
the ability, attitude and ambition; coupled with deep expertise leadership 
capability to transform the business. 
 
3.2.4 Performance Management 
 
At Absa, all employees are expected to deliver exceptional results. This is driven 
through a personal performance and development system and to have regular 
career discussions with their line manager. Performance management discussions 
are used to identify most talented individuals. These are the individuals who 
consistently out-perform their peers and who demonstrate the potential and 
expertise to drive Absa’s business into the future. The success of talent 
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management activities at Absa is measured by the ability to accelerate the 
capability of these individuals, ensuring they are ready and able to move to the 
next roles where they are most needed. All employees are encouraged to take 
charge of their personal development in order to remain relevant to the ever 
changing business environment.  This is achieved through various training 
programmes, as well as offering bursaries to qualifying employees. 
 
It is Absa’s intent that every employee is afforded an opportunity for a quality 
career conversation annually in order to be able to match the right people to the 
right roles. The right people in the right jobs at the right time will enable better 
performance from employees and will positively impact business performance. 
 
The process of continually ensuring that the right people are in the right jobs is 
achieved through talent review discussions. Talent review discussions should be 
held bi-annually, in correlation with the performance review cycle. Talent 
feedback conversations should be held with all employees, where development 
feedback is communicated and documented alongside the identified activities 
that would grow the individual. 
 
In order to ensure fairness and consistency of the performance management 
process, Absa has performance management governance document that all 
managers need to adhere to.  The key principles underlying performance 
governance is to ensure that line managers conduct regular performance 
discussions with employees, even outside the formal bi-annual performance 
reviews.  As the outcome of performance reviews, employees are then rated 
according to Table 3.1 below. 
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Table 3.1 Absa Performance Rating Scale Definitions 
Rating Definition 
A Exceptional Performance: typically 20 per cent of the 
population 
B Good Performance: typically 50 per cent of the population 
C Inconsistent Performance: typically 25 per cent of the 
population 
D Unsatisfactory Performance 
 
Source: Absa Group Performance Management Policy 
 
3.2.4.1 Performance Matrix 
 
Absa as an aspiring High Performing Organisation makes use of a 9 box grid 
performance matrix. The matrix is used as a management tool to track the 
business talent mix that is needed to meet its business strategy.  It is further used 
to design and implement appropriate development and retention solutions for 
employees. 
 
The grid analysis involves tracking employees on two key dimensions, which are 
performance and potential. These two dimensions are used to plot the employee’s 
position on the grid.  It is important to note that there are no targets with regard to 
the talent grid.  However Absa as an aspiring High Performing Organisation 
ideally strives for talent to be high performers with great potential. 
 
Figure 3.1 below presents Absa’s Performance Grid with key definitions. 
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Figure 3.1 Absa’s Performance Grid Definitions 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
Source: Absa Group Talent and Performance Management Policy 
 
Following every formal performance review cycle, managers plot employees’ 
performance on the performance grid and analyse accordingly.  The main 
purpose of the analysis is for managers to make informed decisions about talent 
needs, with necessary actions required to develop and retain identified talent. 
 
3.2.5 Leadership Responsibility 
 
Talent management is a key leadership responsibility where line management are 
entrusted to unlock organisational talent by facilitating the identification, 
verification, development, engagement, management and retention of talent.   
Therefore, every leader has a responsibility to create an enabling and engaging 
environment where all employees thrive.  In order to realise this ideal, Absa 
invests in leadership development and learning initiatives that will realise talent 
unlocking. 
4 – New to Role 
Manage closely and develop with 
pace 
 
Should be revisited in next talent 
review for progress 
7 – Rising Star 
Stretch and develop 
 
Aspires to and has the capability 
for a broader or more complex 
role within 2 – 3 years. 
9 – Top Talent 
Invest, focus and accelerate 
 
Ready now or within a year for 
broader or more complex role 
2 – Inconsistent Performer 
Manage closely 
 
Manage closely for improvement, 
redeployment (if appropriate) or exit 
5 – Consistent Performer 
Continue to develop 
 
Aspires to and could have the 
capability for a broader or more 
complex role in 3-5 years 
8 – Strong Performer 
Stretch and accelerate 
 
Aspires to and could have the 
capability for a broader or more 
complex role within 1-2 years 
1 – Under Performer 
Improve or exit 
 
Should be managed closely to 
improve to required standards or 
exit within a year 
3 – Solid Performer 
Manage to stronger performance 
 
Has the capability to improve 
performance in role of similar 
scope and complexity 
6 – Strong Contributor 
Focus on retention and motivation 
 
Could have the capability for a 
lateral or broader role move 
Performance 
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3.3 Employee value proposition (EVP) 
 
Absa defines its employer brand as a ‘great place to work’ in the minds of current 
employees and key stakeholders in the external market.  In order to build an 
effective employer brand, the organisation defines its employee value proposition 
(EVP) as the associations and offerings it provides in return for the skills, 
capabilities and experiences each employee brings to the organisation.  
 
According to Absa’s EVP model, the main objectives underpinning the 
organisation’s EVP include addressing the internal skills gap and striving to 
achieve internal recruitment targets.  The organisation also strives to enhance 
retention of high performers by inspiring them to be aware and make the most of 
what is offered to them as unique individuals within the organisation. 
 
In order to create a compelling EVP and deliver a positive employee experience 
to the employees, the organisation has identified distinct EVP themes to focus on. 
The themes are interrelated and each theme is underpinned by an emotional value 
benefit, which are discussed below. 
 
3.3.1 Employee well-being and engagement 
 
This promotes the principle of “live well – work well”.  Quality engagement and 
communication between management and employees is encouraged.  The main 
intention is to promote a healthy lifestyle and an inspiring working environment.  
One of the approaches applied to promote well being is utilization of qualified 
wellness practitioners, both on site and through a hotline number.  All employees 
and their immediate families have access to qualified professionals such as 
psychologists, social workers and financial advisors amongst others. All 
consultations are treated confidentially and counsellors are available all week.  
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The intention of this is to alleviate personal challenges an employee may be 
experiencing such as challenges with children and/ or spouse amongst others 
through various professional services financed by the organisation. These 
services include alcohol and drug rehabilitation, debt management and 
counselling, stress management amongst others. The organisation acknowledges 
that it is difficult for an employee to concentrate and give the best at work if their 
life is filled with personal challenges.  This is the way the organisation 
communicates to employees that it cares for both the employee and their 
families.  When employees feel cared for by the organisation, they are likely to 
be motivated and engaged 
 
3.3.2 Diversity and culture 
 
The organisation encourages employees to express their uniqueness and strives to 
create a sense of belongs within the diverse group of employees. Equal 
opportunities for all groups of people are promoted by the organisation.  These 
are aligned to the Employment Equity Act and the Broad Based Black Economic 
Empowerment Act. 
 
Absa remains fully committed to transformation and reiterates that 
transformation is a business imperative; not only because of South African 
history, but also because it makes business sense to have transformed institutions 
delivering services and products to a diverse client base in a progressive 
economy. 
 
According to Absa’s transformation and diversity strategy, focus on diversity sets 
a high ethical standard for Absa and promotes an environment where everyone is 
treated fairly and with respect.  The business ideal in creating an inclusive culture 
is to help the organisation to attract and retain a talented workforce with a wider 
range of skills and experience. This in turn helps in reaching diverse customers 
whose needs are understood and met in more depth by diverse employees.  
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Absa’s Human Resources policy states that a sustainable transformation process 
requires that Employment equity, skills and talent development and succession 
planning receive sufficient priorities without excluding the one from the other. 
It also emphasises that the transformation drive will not be excluding any 
employee groups. Although Absa endeavours for an inclusive culture, Human 
Resources monthly reports indicate that the transformation journey is delayed by 
barriers as perceived by employees through various employee engagement 
forums. These barriers are summarised in Table 3.2 below. 
 
Table 3.2 Transformation Journey Barriers 
Area Identified Barriers 
Recruitment 
 
Non-EE appointments beyond the agreed enabling ratios. 
Non-EE promotions beyond the agreed enabling ratios. 
Recruitment panels are not reflective of different 
demographics.  
Training and 
Development 
 
Training and development is not aligned to career paths for 
employees from designated groups. 
Not addressing critical skill shortages.  
Succession 
planning 
Succession planning is not aligned to the agreed enabling 
ratios.  
Retention of 
designated 
groups  
No specific retention strategy for employees from 
designated groups.  
Remuneration 
and 
recognition 
Income differentials. 
Salary increases and bonuses based on subjective 
Performance Development process.  
Source: Human Resources Transformation Report 
 
In spite of the identified barriers, the organisation remains committed in 
delivering transformation objectives as a business imperative.  These include 
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focusing on the recruitment, development and promotion of employees from 
designated groups; as well as to implement talent programmes that will allow the 
organisation to attract and develop and retain talent from designated groups. 
Leadership commitment is crucial in driving these objectives. 
 
One of the ways to entrench leadership commitment in driving transformation is 
to measure them on transformation drivers such as recruitment: ratio and talent 
map from designated group; promotion ratio of designated group and coaching 
African talent to ensure performance curve improvement on African ratings  on 
A and B performance ratings. (See Table 3.1). 
 
3.3.3 Collaboration and team work 
 
The organisation encourages all employees to work together and collaborate in 
order to achieve more. This is achieved by creating a variety of forums where 
employees can engage in knowledge sharing sessions.  Such forums include 
monthly diversity and employee engagement forums.  Feedback from the forums 
forms an integral part of monthly human resources reports and a summary 
thereof has been summarised in Table 3.2 above.  
 
3.3.4 Reward and recognition 
 
Competitive remuneration is important in attracting and retaining employees. 
Therefore, it is imperative that an organisation has a clear remuneration strategy 
and focused remuneration practices that will attract and retain the right talent and 
drive behaviours that will help the company realise its objectives.  
 
Absa’s remuneration policy states that reward decisions are differentiated to 
reflect performance, potential and individual market position. The organisation’s 
pay principles balance fairness and affordability, whilst reinforcing the key 
principle that exceptional performance should result in exceptional reward.  
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It is Absa’s policy to pay at the market median. Market medians are determined 
by participating in industry surveys, where roles are matched to similar roles in 
the industry, based on the Absa and industry grading of the role. It is important to 
mention that at times business, economic and labour market factors such as 
skills/ talent availability may dictate a different approach.  This may include 
paying a premium for critical roles in order to attract and retain talent. 
 
The organisation also offers incentive schemes, which comprise a cash portion 
and, in some cases, shares. These are performance based rewards offered to 
recognise a combination of performance in the year under review and 
encouraging delivery of longer-term performance based on future service to the 
group. This serves as one of talent retention strategies at Absa. 
 
The organisation also believes that recognition is a powerful motivator that let 
employees know that their contributions are valued and respected. Therefore, the 
organisation introduced a formal recognition program called the Ruby Club.  
This is an electronic system where any employee can send a thank you note, 
called “a gem” to a fellow colleague as a token of appreciation for a job well 
done. According to the Ruby Club principles, the main objectives include aiming 
to retain talent by actively showing appreciation and recognition; thereby 
improving chances of employee engagement and improved business 
performance. The Ruby Club has different levels of recognitions namely: 
 
 Colour Awards 
The Colour Awards are presented to individuals and/or teams that do 
something that sets them apart from the rest and is worth more than a Gem (a 
"thank you"). The Colour Award winners receive a cheque with ruby points 
where they can shop for any item of their choice on line; ranging from 
household items and car appliances amongst others. 
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 Clarity Awards 
The Clarity Awards recognise those who have shown consistently excellent 
behaviour, or who have engaged in an extraordinary event where they 
exhibited all of the desired behaviours in line with company values. 
Employees who have repeatedly received Colour Awards are prime 
nomination candidates for the Clarity Awards. Every quarter, the Head Office 
Clarity Awards Selection Committee meets to judge the entries and select the 
top hundred candidates throughout the country within Absa group. 
 
 Brilliance Awards 
 
The Brilliance Awards are the culmination of the year-long programme, with 
recipients selected from the pool of Clarity Awards recipients. The top 
performers and their partners get spoiled with a trip to a once in a lifetime 
holiday, in recognition of consistent excellent performance.  The first group 
of brilliance award winners for 2011 performance was treated to an exotic 
holiday in Mauritius with their partners. 
 
3.3.5 Leadership and management quality 
 
Leadership is instrumental in keeping employees motivated and engaged.  It is 
for this reason Absa encourages its leadership to be actively involved in 
employee well-being and inspire them, with the main objective of building a 
good talent pipeline for key roles.  Various Human Resources monthly reports 
reveal that succession for key roles is inadequate, with limited successors.  One 
of the major succession challenges is gender and race diversity that are not 
reflective of the total employee population. Therefore, leaders have a 
responsibility to create a healthy, diverse talent pipeline, coupled with targeted 
recruitment and accelerated leadership development. 
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In order to realise this ideal, the organisation offers a variety of leadership 
development programmes such as Absa leadership fast-track programme and 
leaders coaching leaders amongst others.  The main intent of the programmes is 
to drive a talent agenda geared towards actively developing and preparing top 
talent to take on bigger roles, whilst aligning with specific transformation 
requirements. 
 
In reviewing varying Human Resources reports, aligning them to the diversity of 
employees in terms of gender and race in the different job grades the following 
pattern was identified: 
 The general patterns is that the higher the job grade, the greater the under 
representation of the Black group. Black refers to Indians, Africans and 
Coloureds. 
 
 The reports show white men are predominant in Top and Senior 
Management as well as at the professionally qualified levels.  
 
 The Black group and females are mostly represented at the semi skilled 
and unskilled levels; therefore there is a paramount need for the business 
to implement plans to correct the situation.   
 
 Black employee leavers are above seventy percent. This indicates a 
revolving challenge for the business in that it brings black people in the 
organisation and loses the equivalent amount. Reasons of this problem 
need to be explored. 
 
 In higher job grades, positions are mainly filled with external 
appointments rather than promoting from within. This trend could create 
problems for business as it might be deemed as though external 
candidates are regarded as talent as opposed to internal candidates. This 
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might lead internal candidates to disengaging and even looking for better 
opportunities elsewhere.  
 
In light of the highlighted general trends, it is evident quality leadership is 
essential in driving the people transformation and talent agenda. Therefore it is 
crucial for the organisation to target the leadership development required to drive 
the culture shift and target specific practices that require quality leadership. 
These practices may include performance management; simplified talent process 
implementation amongst others.  
 
Figure 3.2 Absa EVP Model  
 
 
 
Source:  Absa EVP Model Toolkit 
 
3.4 Barriers to Effective Talent Management 
 
Although Absa has a clear talent management strategy, it also finds itself lacking 
a healthy talent pipeline to occupy strategic positions within the organisation like 
other major organisations as discussed in chapter two.  
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The banking industry is very dynamic; therefore requires the organisation to 
constantly review and adapt its business strategies.  This requires the organisation 
to frequently undergo restructuring in order to stay competitive and relevant to 
the market. The unintended consequence of the rapid changes is that at times 
talent may feel their jobs are insecure; therefore seek opportunities outside the 
organisation. 
 
The talent strategy also needs to constantly be revised, aligning to the dynamic 
organisational strategy. This poses a challenge in embedding and entrenching 
talent principles as the rapid changes do not allow the organisation to master the 
operationalisation of the talent strategy. 
 
As pointed out in chapter two, changing organisational culture and keeping 
people engaged at the same time can be a real challenge due to feelings of 
insecurity and instability.  This has a direct impact on the organisation’s ability to 
attract and retain talent.  This proves to be a similar challenge at Absa. 
 
As previously discussed, Coulson-Thomas (2012) mentions that talent may 
become bored and discontented when they feel they are given responsibilities 
that are beneath them.  This is one of the challenges Absa is confronted with due 
to the nature of the business which is heavily regulated and compliance driven.  
Talent tends to feel that their innovation and creativity is stifled, therefore, tend 
to feel unappreciated and lack job satisfaction. 
 
Another challenge that confronts talent at Absa is acceptance by colleagues who 
are not considered as talent.  These colleagues tend to feel threatened, therefore 
withdraw their contributions.  These conditions are very challenging to operate 
under and make it difficult for talent to flourish.  This can lead to talent being 
disengaged, despite the organisation investing in their personal growth and 
development.  When people are unhappy at work, they are more likely to seek 
opportunities elsewhere.  This is a direct risk to the organisation’s ability to retain 
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talent. They are often head hunted by competition without the organisation 
realising return on the investment. 
 
One of the challenges that potentially hinders successful talent management at 
Absa is line managers’ mindset.  Some line managers may be conservative in 
their thinking and not be supportive of talent fast tracking. These managers tend 
delay the development of high potential individuals on the basis that people need 
to be in the role for a period of time in order to be deemed capable.  As a result of 
this belief, talented people may not flourish. 
 
Mellahi and Colligns (2010) point out that another dimension hazardous to the 
talent agenda is over emphasis on individual performance at the expense of 
teamwork.  The culture of performance is well entrenched at Absa with clear 
performance rating scales.  However, this does create destructive internal 
competition amongst talented employees at times; resulting in team dynamics 
that may be difficult to identify and manage. Managers are therefore empowered 
and encouraged to create a positive and inspiring environment where team 
achievements define real success.  In this environment, it is believed that talent 
will give their best and therefore flourish. 
 
3.5 Conclusion 
 
This chapter has dealt with Absa’s applied approach to talent management 
strategy. The discussion demonstrated the organisation’s commitment to creating 
a talent engaging culture in order to remain competitive.  This includes the 
organisation’s clearly articulated Employee Value Proposition and creation of an 
ongoing culture of recognition through the employee recognition programme, 
namely, the Ruby Club. The barriers that potentially hinder successful 
implementation of talent management at Absa have also been discussed. The next 
chapter will deal with the research methodology used in this study. 
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CHAPTER 4 
 
RESEARCH METHODOLOGY 
 
4.1 Introduction 
 
Chapter two examined literature pertaining to the role of talent management in 
the business, with the intention of highlighting its strategic importance in 
retaining talented employees. Chapter three explored the applied approach of 
talent management at Absa, aligning it to the literature presented in chapter two.  
 
This chapter will detail research methodology used to study the main research 
problem as outlined in chapter one.  It will outline the research design; describe 
the measuring instrument as well as data collection method.  This chapter 
concludes with an outline of the response rate and biographical composition. 
 
4.2 Research Objectives and Hypotheses 
 
In chapter one, the main problem of this study was introduced. This was to 
investigate whether Absa’s talent management approach is succeeding in 
retaining critical talent within its transformation agenda. The sub-problems were 
identified as to investigate: 
 
 The barriers that hinder successful implementation of talent management 
 Proven strategies for retaining critical talent 
 Key employee value proposition elements that promote talent 
management for retention of key employees. 
 The role of leadership in managing talent 
 The impact of Absa’s talent management strategy in its transformation 
agenda. 
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Based on the above stated main and sub-problems, seven broad hypotheses have 
been developed and these are: 
H1: There is a relationship between recruitment and talent retention 
H2:Thereis a relationship between learning and development and talent retention 
H3: There is a relationship between performance management and talent retention 
H4: There is a relationship between recognition and reward and talent retention 
H5: There is a relationship between diversity and culture and talent retention 
H6:There is a relationship between employee value proposition and talent 
retention 
H7:There is a relationship between identification of talent management barriers 
and talent retention 
H8:There is a relationship between leadership and talent retention 
 
In the next chapter, the extent of the aforementioned relationships is discussed in 
detail, based on research findings.  This chapter focuses on the theoretical aspects 
of research. 
 
4.3 Research Design 
 
The research process involves a systematic approach in designing, collecting, 
interpreting and presenting results. Organisations rely more on what research 
informs them when confronted with business challenges. Gilley, Dean and 
Bierama, (2001) expand on this thought, stating that researchers rely on learning 
solutions as the means of addressing these challenges. This gives rise to the 
question of which research methodology is relevant in bringing about greater 
insights and solutions to the problem.   
 
Collis and Hussey (2003) describe research methodology as a systematic and 
methodical process of investigation.  The main purpose is to utilise appropriate 
data collection methods in order to get to a reliable outcome.  There are two 
distinct approaches to research methodology namely; quantitative and qualitative. 
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4.3.1  Quantitative Research  
 
Quantitative research assumes that science quantitatively measures independent 
facts about a single reality (Healy and Perry, 2000).   
 
According to Cohen, Louis, Lawrence, Manion and Keith (2000), quantitative 
research emphasises objectivity, measurability, predictability and controllability.  
It involves clearly defined procedures and standardised data analysis strategies 
which facilitate results.  Validity of quantitative research refers to both content of 
the research and the process carried out.  Content validity refers to the scope and 
appropriate measurements of the concepts; while on the other hand, process 
requires the researcher to be familiar with test procedures and assumptions before 
research design and data collection.  In general, quantitative research recognises 
only facts and those things that can be seen, measured and counted as facts.  In 
other words, it maintains that knowledge is about description rather than 
questioning.  
 
4.3.2 Qualitative Research  
 
Qualitative research differs from quantitative in that the researcher may start with 
exploring and generate knowledge and theories during research (Healy and Perry, 
2000). This means qualitative research does not attempt to predetermine research 
structure or data.  Qualitative research therefore is very flexible and able to 
accommodate potential unknowns.  It is more concerned with what variables 
mean rather than measuring. Researchers that utilise this paradigm are 
specifically interested in human experiences as a valuable source of data.  
Qualitative research paradigm is designed to enable researchers to better 
understand people, as well as the social and cultural context where they live. 
 
According to Trochim (2000), many qualitative researchers believe that the best 
way to understand what is truly going on is to move into the culture being studied 
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and experience it.  This research paradigm does not assume one single reality; it 
acknowledges multiple realities as people experiences differ. Qualitative research 
opposes methods that apply a “one size fit all” approach as it believes every 
individual is unique.  The main principle in qualitative research is that there is no 
objective reality but multiple realities constructed by human experiences. 
 
In investigating the problem, this study utilised quantitative research, using a 
questionnaire as a data collection method. The main problem of this study is to 
investigate whether Absa’s talent management approach is succeeding in 
retaining critical talent within its transformation agenda. The research design 
applied to answer the main research question was divided into the following sub-
problems: 
 
 Sub-Problem One 
What are the barriers that hinder successful implementation of talent 
management?  A literature study was conducted in order to address this sub-
problem.  The main themes identified in literature were then included in the 
questionnaire using closed-ended questions. 
 
 Sub-Problem Two 
What proven strategies exist for retaining critical talent?  Both a literature and 
empirical study were conducted in order to answer this question. 
 
 Sub-Problem Three 
What are the main employee value proposition elements that promote talent 
management for retaining key employees? The key employee value 
proposition elements were identified in the literature and empirically tested.  
 
 Sub-Problem Four 
What role does leadership play in managing talent?  The literature review 
clearly stipulated the importance of leadership in managing talent. 
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Leadership role was further integrated in the empirical study making use 
of closed-ended question. 
 
 Sub-Problem Five 
How does the talent management strategy impact the transformation agenda 
at Absa?  The literature review highlighted the importance of transformation 
within the South African context.  This was followed by an empirical study in 
order to answer the above question. 
 
4.4 Measuring Instrument  
 
In this study a questionnaire was designed to produce results that are as objective 
as possible; consisting of variables that impact Absa’s talent management 
approach in retaining talent.  The questionnaire was used to determine whether 
Absa is succeeding in retaining critical talent within its transformation agenda. 
The questionnaire was then randomly distributed to employees at managerial 
level MM and PP within the Eastern Cape. The study focused at this level of 
management because this is where the majority of key value roles are found; 
which are crucial in driving business performance and provides leadership to the 
rest of the employees.  Typical roles at MM and PP levels include regional 
managers, sales managers, financial analysts and branch managers amongst 
others. 
 
The questions were based on the six independent variables as revealed in the 
literature; that impact talent management. These include recruitment, learning 
and development, performance management, reward and recognition, culture of 
inclusivity and employee value proposition.  This study has identified these as 
key talent drivers that require strategic focus on execution in order to retain 
talent. 
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4.5 Questionnaire Design 
 
According to Wegner (2007), the design of a questionnaire is critical in ensuring 
that questions are relevant to the problem being investigated.  The author further 
emphasises that the types of questions should be unbiased and unambiguous.  
Hoffman, Czinkota, Dickson, Dunne, Griffin, Hutt, Krishnan, Lusch, Ronkainen, 
Rosenbloom, Sheth, Shimp, Siguaw, Simpson, Speh and Urbany (2005). 
agree with this, stating that questions should be composed carefully, precisely 
and easy to understand in order to reveal the information required by the 
researcher.  A questionnaire, consisting of fifty three (53) items, measured on a 
five point Likert scale, was developed.   
 
The questionnaire comprises different sections; namely, demographics and 
informative. Wegner (2007) points out that demographics are used to statistically 
segment collected data for interpretation purposes.  The informative section, on 
the other hand, comprises two sections with all questions that address the 
research objective for the respondents to answer (Refer to Annexure 1 for 
detailed questionnaire).   
 
The first section of the questionnaire, section A, consists of biographical 
questions, divided into five sub-sections.  The second section, B, also comprises 
five subsections of elements that promote a good talent strategy. This section of 
the questionnaire specifically focuses on recruitment, learning and development, 
performance management, reward and recognition and diversity and culture.  
Finally, the third section, C, encapsulates the relevance of employee value 
proposition in talent management; and barriers that hinder successful 
implementation of talent management. 
 
4.5.1 Constructing a Questionnaire 
 
A well-constructed questionnaire should contain the research objectives; and also 
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ensure that the respondents fully understand the questions. Leedy and Ormond 
(2001) suggest twelve steps in the questionnaire design phase and these include:  
• Sentences must be concise 
• Language used must be clear and simple  
• Words must be checked for any ambiguity  
• Questions should not be leading 
• Structure should be consistent 
• Plans made in advance how responses will be arranged 
• Logically arrange the questions, making it easy to answer 
• Instructions  must be clear 
• Provide explanation for any unclear items 
• The questionnaire must be attractive and professional 
• Pilot test the questionnaire and revise where necessary 
• The final questionnaire must meet the desired requirements.  
 
In order to align the questionnaire to the above suggested points, the literature 
review was analysed and the main themes identified.  This was done to ensure 
that questions remain relevant to the main and sub-problems. The wording of the 
questionnaire was kept simple, logical and unbiased, making it easy for the 
respondent to provide more accurate responses without being confused or 
reluctant to answer.  The questions were then logically arranged and aligned to 
the main themes of the literature as discussed in chapter two. 
 
A five point Likert scale was used in the questionnaire as follows: 
• “Strongly Agree” equivalent to five points meaning absolute agreement 
with the statement 
• “Agree” equivalent to four points indicating moderate satisfaction with 
the statement 
• “Uncertain” equivalent to three points indicating uncertainty 
• “Disagree” equivalent to two points indicating moderate disagreement 
with the statement 
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• “Strongly disagree” equivalent to one point meaning absolute objection to 
the statement. 
 
The research was conducted during working hours and permission was requested 
from the Regional Executive in order to create awareness of the study.  (Refer to 
Annexure 2 for permission letter) 
 
4.6 Conducting a Pilot 
 
Wegner (2007) states that conducting a pilot can help a researcher identify 
problems with understanding and interpreting the questionnaire as these may 
potentially lead to non-response.  In order to test whether the respondents fully 
understand the questions, a pilot study was conducted with eight respondents at 
targeted levels within Absa. The aim of the pilot was to determine whether 
questions are clear, easy to follow and not too personal to answer.  Feedback 
from the pilot was positive and favourable, with no suggested changes to the 
questionnaire content and structure. 
 
4.7 Data Collection Method 
 
Wegner (2007) mentions various data collection methods including personal 
interviews, focus groups, telephonic interviews and questionnaires amongst 
others.  The appropriate method of data collection depends on the nature of the 
study, whether it is sensitive or not. Generally, a more personal or sensitive study 
requires a more personal form of data collection method.  
 
In order to answer the research problem in this study, a self-constructed 
questionnaire survey was chosen as the most appropriate method of data 
collection.  Wegner (2007) further states that survey methods gather primary data 
through direct questioning of respondents and regards this method as the most 
common form of data collection. The questionnaire in this study consisted of 
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three sections with closed-ended questions.  Closed-ended questions are quick 
and easy to answer, easy to analyse and easy to compare responses from the 
respondents.   
 
Collis and Hussey (2003) describe a survey as a quantitative methodology with a 
sample from a population to analyse, and then generalise results about the entire 
population.  This description re-enforced the researcher’s choice of data 
collection method as it aligns with the methodology of this study.  The main 
purpose of choosing this method was to obtain precise and specific data, 
therefore creating high levels of data integrity. 
 
4.8 Sampling Size 
 
Hoffman et al. (2005) specify two types of sampling; namely, probability and 
non-probability sampling.  In this study, a probability sample, using simple 
random sampling was utilised. Simple random sampling is when respondents are 
chosen from a complete list of the total population.   
 
Wegner (2007) describes a population as all possible members of the targeted 
group, whereas a sample is described as a subset drawn from the population. 
 
The total population for this study comprised 267 middle managers in grades 
MM and PP.  A sample of 100 respondents was then randomly selected from the 
total population of MM and PP levels. Typical roles at these levels include 
regional managers, sales managers, branch managers and human resources 
managers, amongst others. These are the levels where the majority of key value 
roles lie which are critical for retention.  
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4.9 Administering the Questionnaire 
 
Permission to distribute the questionnaire to the employees was obtained from 
the Regional Executive and Provincial Human Resources Manager. Given the 
geographic spread of the province, the questionnaire was emailed to the 
randomly selected sample. This process was preceded by a notice from the 
Provincial Human Resources Manager, encouraging employees to support the 
study. A comprehensive list of managers at MM and PP levels was drawn from 
the organisation database and made available to the researcher.  All employees 
from the target population have access to email.  
 
Respondents were given five working days in which to complete the 
questionnaire.  Some respondents returned the questionnaire within the same day 
of distribution.  Due to a geographic spread of the respondents, a follow up to the 
email was made through department heads in order to increase chances of a good 
response. Department heads also encouraged their respective teams to participate 
in the survey. Most respondents voluntarily contacted the researcher, expressing 
appreciation for the questionnaire as it addressed key areas of concern in the 
business.  This was a key indicator that the questionnaire was well-designed, 
adhering to the principles of reliability and validity.  
 
4.9.1 Research Reliability and Validity 
 
The research design ensures that the results of the study are reliable and valid by 
addressing the type of questions needed in investigating the research problem. 
Research reliability measures the consistency of responses. This means, if the 
same questions were to be asked again to the same respondents, the results would 
be similar. On the other hand, research validity means the research measures 
what it is supposed to measure (Hoffman et al. 2005). 
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Reliability 
 
Trochim (2006) highlights four categories of reliability tests; namely: 
 Inter-observer reliability which assesses the degree to which different 
raters or observers give consistent estimates of the same phenomenon 
 Test-retest reliability which assesses the consistency of a measure from 
one time to another 
 Parallel forms reliability which assesses the consistency of the results of 
two tests constructed in the same content domain 
 Internal consistency reliability which assesses the consistency of results 
across items within a test. 
 
In order to determine reliability of this study, internal consistency reliability was 
utilised. Chronbach’s coefficient alpha was calculated for all sections of the 
questionnaire. Table 4.1 below displays Chronbach’s coefficient alpha results.  
According to Nunally (1978), a threshold alpha of 0.7 represents proof of a 
reliable score, whilst on the other hand alpha of 0.5 is acceptable for basic 
research. It is notable that all scales are above the threshold of 0.7, which is a 
good indicator of reliability of the scores. 
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Table 4.1: Cronbach Coefficient Alpha (n=94) 
 
QUESTIONNAIRE 
SECTION 
CODE CRONBACH’S α 
Recruitment B1 0.85 
Learning and Development B2 0.85 
Performance Management B3 0.90 
Reward and Recognition B4 0.83 
Diversity and Culture B5 0.86 
Leadership B6 0.87 
Employee Value Proposition C1 0.89 
Talent Management Barriers C2 0.86 
 
Source: Own Construction 
 
Validity 
 
Validity is concerned with whether research findings accurately portray a true 
picture of what is being studied, in other words, research measures what it is 
supposed to measure (Collis and Hussey, 2003).  Babbie (2005) further states 
four types of validity and these include: 
 
 Face validity which means assessing at face value whether a measure 
makes sense or not. 
 Criterion-related validity refers to the degree to which a measure relates 
to an external criterion. 
 Construct validity is concerned with how well the measure relates to other 
variables within theoretical expectations. 
 Content validity refers to the degree to which a measure has appropriate 
content to measure the construct. 
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In this study, both content and construct validity were utilised to determine the 
validity of the questionnaire.  The questionnaire contained the main elements as 
revealed in literature and was checked to ensure the instrument was clear and 
concise. 
 
4.10 Ethical Aspects 
 
The study was only conducted on receipt of ethical clearance from the Faculty 
RTI Ethics Committee.  Permission was requested from the Regional Executive 
of Absa, in order to create awareness of the study.  Annexure 2 contains a copy 
of the permission letter.  This was followed by a leadership meeting where 
business unit managers were encouraged by the Regional Executive to drive 
participation in their respective areas. 
 
Respondents were randomly selected and the intent of the study explained to 
them.   The questionnaire cover letter explained that participation in the study 
was voluntary. The researcher reassured respondents of anonymity and that the 
information obtained would be treated confidentially for the purpose of the study 
only. Data was coded to further protect the identity of respondents and to 
facilitate analysis. 
 
4.11 Response Analysis 
 
A total of 100 questionnaires were distributed after conducting a pilot study. In 
all, 94 questionnaires were received by close of business on 31 July 2012. The 
response rate of 94% was achieved. The diagrams below present the response 
rate and biographical representation. 
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Table 4.2:  Total Response Rate (n=94) 
Responses Actual Frequency Percentage 
Accurately Completed 94 94% 
Outstanding 6 6% 
TOTAL 100 100% 
 
Figure 4.1 below visually displays the response rate. 
 
Figure 4.1: Total Response Rate 
 
Table 4.3:  Responses by Age (n=94) 
Responses Actual Frequency Percentage 
30 or less 5 5.3% 
31 - 35 19 20.2% 
36 - 40 17 18.1% 
41 - 45 21 22.3% 
46 or more 32 34% 
TOTAL 94 100% 
 
94% 
6% 
Total Respondents: n= 100 
Completed 
Outstanding 
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Table 4.3 reflects that 56% of the respondents are more than 40 years old.  Only 
25.5% was 35 year or less. 
 
Table 4.4:  Responses by Highest Qualification (n=93) 
Responses Actual Frequency Percentage 
Grade 12 19 20.4% 
Diploma 32 34.4% 
Bachelor's Degree 24 25.8% 
Master's Degree 2 2.2% 
Other 16 17.2% 
TOTAL 93 100% 
 
Table 4.4 reflects that the majority of respondents (60.2%) are in possession of a 
diploma or bachelors degree. Figure 4.2 below visually displays these results. 
 
Figure 4.2 Responses by Highest Qualification 
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Table 4.5:  Responses by Tenure (n=94) 
Responses Actual Frequency Percentage 
0 - 5 years 23 24.5% 
6 - 10 years 24 25.5% 
More than 10 years 47 50% 
TOTAL 94 100% 
 
Table 4.5 shows that 50 per cent of respondents have more than 10 years length 
of service with the organisation. 
 
Table 4.6:  Responses by duration in current position (n=93) 
Responses Actual Frequency Percentage 
0 - 5 years 67 72% 
6 - 10 years 21 22.6% 
More than 10 years 5 5.4% 
TOTAL 93 100% 
 
Table 4.6 reveals that most respondents have been in their current roles five 
years or less. 
 
Table 4.7:  Responses by Gender (n=94) 
Responses Actual Frequency Percentage 
Female 61 64.9% 
Male 33 35.1% 
TOTAL 94 100% 
 
Table 4.7 reveals there are more females (64.9) than males (35.1) in the sample.  
This is reflective of the total population gender split. 
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Table 4.8:  Responses by Race (n=94) 
Responses Actual Frequency Percentage 
African 29 30.9% 
Coloured 20 21.3% 
Asian 5 5.3% 
White 40 42.6% 
TOTAL 94 100% 
 
Table 4.8 reflects that majority of employees in the sample (42.6) are White, 
followed by Africans (30.9%). Figure 4.3 below visually displays the race 
distribution split of the sample. 
 
Figure 4.3: Race Distribution 
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4.12 Conclusion 
 
This chapter has thoroughly outlined the research methodology used in the study.  
The measuring instrument has been discussed in detail, highlighting the 
questionnaire design to produce results that are as objective as possible. The 
concepts of validity and reliability were discussed as well their application in the 
study.  Chronbach’s coefficient alpha was calculated for all sections of the 
questionnaire to determine reliability of the study. It was noted that all scales 
reflected a good indicator of reliability of the scores. The chapter also presented 
biographical data from section A of the questionnaire, displaying the composition 
of respondents.  A good response, 94%, was obtained from the sample that was 
representative of the target population.  Ethics clearance had been obtained to 
conduct the study in targeted group. 
 
In the next chapter, the results of the study will be presented and analysed in 
detail. 
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CHAPTER 5 
 
ANALYSIS AND INTERPRETATION OF RESULTS 
 
5.1 Introduction 
 
The previous chapter provided an outline of the research methodology that was 
used in the study.  The research design, measuring instrument, data collection 
method as well as the empirical study response rate were presented. 
 
In this chapter, the results of the empirical study will be analysed and interpreted.   
The results of each section of the questionnaire are presented in the same 
sequence as in the questionnaire.  This chapter begins with an analysis of section 
B of the questionnaire.  This section examined the five key elements that are 
crucial in designing a good talent strategy.  These elements include recruitment, 
learning and development, performance management, reward and recognition 
and culture of inclusivity.  Section C examines employees’ perceptions of their 
work environment in order to determine the strength of Absa’s Employee Value 
Proposition.  This section concludes by examining talent management barriers. 
 
5.2 Descriptive Statistics 
 
Raw data was analysed using descriptive statistical measures. The purpose of 
descriptive statistical measures is to communicate more precise information 
about the behaviour of variables concerned.  This study focused on the mean and 
standard deviation as descriptive statistical measures.  The mean is described as 
the value which lies at the centre of data set values. Standard deviation on the 
other hand measures the spread of data. Wide-spread data indicates low 
reliability and less confidence in the data. A highly concentrated data on the other 
hand indicates high reliability and greater confidence in the data (Wegner, 2007). 
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5.3 Analysis and Interpretation of Results: Section B 
 
This section comprises five sub-sections; namely recruitment, learning and 
development, performance management, reward and recognition, diversity and 
culture.  The data obtained from the survey was analysed for each sub-section in 
a tabular form. 
 
5.3.1 Recruitment 
This section examines the ability of Absa bank to attract the right calibre of 
people, thereby creating a healthy talent pipeline for critical positions.  Table 
5.1a below presents responses for recruitment. 
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Table 5.1a: Recruitment Response 
B1 Recruitment 
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1 
Absa has a sufficient 
internal talent pool to 
recruit from 
No 14 30 6 36 8 94 
% 
14.9% 31.9% 6.4% 38.3% 8.5% 100.0% 
2 
In practice, 
recruitment focuses 
on internal 
promotions rather 
than external 
appointments 
No 
8 54 10 20 2 94 
% 
8.5% 57.4% 10.6% 21.3% 2.1% 100.0% 
3 
Absa is effective in 
retaining talent 
No 2 17 29 32 12 92 
% 2.2% 18.5% 31.5% 34.8% 13.0% 100.0% 
4 
A proper skills 
analysis is conducted 
to determine talent 
gaps 
No 6 27 21 20 19 93 
% 
6.5% 29.0% 22.6% 21.5% 20.4% 100.0% 
5 
Every effort is made 
to support newly 
appointed employees 
in their new roles 
No 
9 42 11 23 8 93 
% 
9.7% 45.2% 11.8% 24.7% 8.6% 100.0% 
6 
There is a sufficient 
talent pool to fill 
managerial vacancies 
No 3 20 16 39 16 94 
% 
3.2% 21.3% 17.0% 41.5% 17.0% 100.0% 
7 
The recruitment 
process is successful 
in attracting the best 
talent 
No 3 34 17 34 6 94 
% 
3.2% 36.2% 18.1% 36.2% 6.4% 100.0% 
8 
Recruitment 
processes are aligned 
to the organisation's 
talent needs. 
No 5 41 19 21 8 94 
% 
5.3% 43.6% 20.2% 22.3% 8.5% 100.0% 
 
An analysis of Table 5.1a illustrates that the respondents have opposing views 
regarding Absa’s ability to recruit from internal talent pool. 46.8% of the 
respondents agree that Absa has a sufficient internal talent pool to recruit from, 
while the other 46.8% disagrees.  This implies there is no common understanding 
regarding the depth of the talent pool within the organisation. It may thus be 
assumed there is no transparent or consistent communication in the business 
about the strength of the talent pool or availability thereof. Garrow and Hirsh 
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(2008) emphasised the importance of determining the strength of the talent pool 
in order to make strategic business decisions. 
 
It is noteworthy that the majority of the respondents (65.9%) agree that in 
practice, recruitment practices focus on internal promotions rather than external; 
despite having mixed views about whether there is a sufficient talent pool or not. 
This may imply that Absa is successful in communicating a compelling message 
about Absa’s commitment to grow people from within.  This may present an 
opportunity to align and integrate talent messages and not look at them in 
isolation. 
 
The majority of the respondents (47.8%) disagree that Absa is effective in 
retaining talent, whilst only 20.7% agree with the statement.  A noticeable 31.5% 
of the respondents are uncertain about this point.   This view is consistent with 
the respondents’ perceptions about the talent pipeline. This is an area of concern, 
particularly given business focus to attract and retain talent. 
 
The majority of the respondents, at 41.9%, disagree that a proper skills audit is 
conducted to determine talent gaps.  As articulated in chapter 2.3, it is crucial for 
the business to determine critical skills required as these should form the base of 
an effective talent strategy.   
 
More than half of the respondents, 54.9%, agree that every effort is made to 
support newly appointed employees in their new roles.  This in line with Absa’s 
commitment of growing people from within and maybe perceived as an area of 
strength. 
 
More than half of the respondents, at 58.5%, disagree that there is a sufficient 
talent pool to fill managerial vacancies, with only a minority (24.5%) in 
agreement with this statement.  This communicates a message that Absa has a 
real gap when it comes to attracting, developing and retaining talent. It thus can 
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be assumed that Absa’s talent strategies need urgent attention, with the intention 
of creating a healthy talent pipeline.   
 
It is noted that 42.6% of the respondents disagree that Absa’s recruitment process 
is successful in attracting the best talent.  This further supports the assumption 
that talent strategy at Absa requires attention.   
 
Although the majority of respondents (48.9%) agree that Absa’s recruitment 
processes are aligned to the organisation’s talent needs, it can be concluded that 
execution of such processes is not effective; therefore reasons need to be 
explored.   
 
Descriptive statistics for recruitment is presented in Table 5.1b below; providing 
the mean and standard deviation for each question.  A five point Likert scale was 
used in the questionnaire, therefore, a value mean score around three (3) imply 
tendency towards uncertainty. On the other hand, the higher the mean, the higher 
the tendency towards strongly disagree and disagree, whilst the lower the mean, 
the greater the tendency towards agree and strongly agree. 
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Table 5.1b Recruitment Mean 
B1 Recruitment N Mean StdDev 
1 Absa has a sufficient internal talent pool to recruit 
from 94 3.06 1.29 
2 In practice, recruitment focuses on internal 
promotions rather than external appointments 94 3.49 0.99 
3 Absa is effective in retaining talent 92 2.62 1.00 
4 A proper skills analysis is conducted to determine 
talent gaps 93 2.80 1.25 
5 Every effort is made to support newly appointed 
employees in their new roles 93 3.23 1.18 
6 There is a sufficient talent pool to fill managerial 
vacancies 94 2.52 1.10 
7 The recruitment process is successful in attracting 
the best talent 94 2.94 1.06 
8 Recruitment processes are aligned to the 
organisation's talent needs. 94 3.15 1.10 
 
An analysis of Table 5.1b above reveals an aggregate mean of 2.97 and standard 
deviation of 0.78.  This suggests a tendency towards uncertainty regarding the 
ability of Absa bank to attract the right calibre people, thereby creating a healthy 
talent pipeline for critical positions. The standard deviation reveals concentrated 
spread ranging between 0.99 and 1.18. This indicates high reliability and greater 
confidence in the data. To summarise this element, it is evident that Absa’s 
recruitment strategy needs greater focus in order for it to have positive impact on 
talent attraction and retention. 
 
5.3.2 Learning and Development 
 
This section examines Absa’s commitment in growing and developing talent. 
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Table 5.2a: Learning and Development Response 
B2 
Learning and 
Development 
  
S
tr
o
n
g
ly
 
A
g
re
e 
A
g
re
e 
U
n
ce
rt
a
in
 
D
is
a
g
re
e 
S
tr
o
n
g
ly
 
D
is
a
g
re
e 
T
o
ta
l 
  
1 
Absa does a good job 
in developing talent to 
their full potential 
No 11 37 11 32 3 94 
% 
11.7% 39.4% 11.7% 34.0% 3.2% 100.0% 
2 
I receive training to 
help me learn and 
grow in my career 
No 23 55 5 11 0 94 
% 
24.5% 58.5% 5.3% 11.7% 0.0% 100.0% 
3 
There are learning 
opportunities to help 
talent improve 
performance 
No 23 64 5 2 0 94 
% 
24.5% 68.1% 5.3% 2.1% 0.0% 100.0% 
4 
A skills audit is 
conducted regularly to 
determine skills gaps 
No 4 27 21 22 20 94 
% 
4.3% 28.7% 22.3% 23.4% 21.3% 100.0% 
5 
Absa's training plan is 
in line with individual 
career needs 
No 10 35 12 31 6 94 
% 
10.6% 37.2% 12.8% 33.0% 6.4% 100.0% 
6 
All employees are 
afforded equal 
opportunity to learn 
and grow 
No 20 40 19 11 4 94 
% 
21.3% 42.6% 20.2% 11.7% 4.3% 100.0% 
7 
There are training 
programmes in place 
to help fast track 
development of talent 
No 16 45 21 11 1 94 
% 
17.0% 47.9% 22.3% 11.7% 1.1% 100.0% 
8 
After training, there is 
opportunity to apply 
new skills back on the 
job. 
No 8 41 15 28 2 94 
% 
8.5% 43.6% 16.0% 29.8% 2.1% 100.0% 
Analysis of Table 5.2a reveals that the majority of respondents (51.1%), agree 
that Absa does a good job in developing talent to their full potential, whilst 
37.2% disagree. The analysis further reveals a significant majority of the 
respondents (85%), agree that they receive training to help them learn and grow 
in their career; only 11.7% disagree with this statement.  This is a good indicator 
that Absa is willing to invest in the development of talent.   
An overwhelming majority of the respondents, at 92%, agree that there are 
learning opportunities to help talent improve performance. This further supports 
the view that Absa is willing to invest in the development of talent. The results 
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reflect that the majority of respondents, at 44.7%, disagree that a proper skills 
audit is conducted to determine skills gaps.  This is followed by 33% of 
respondents who agree with the statement. These results are closely aligned with 
question B1.4 as presented earlier in this chapter, which states that a proper skills 
analysis is conducted to determine talent gaps. The majority of the respondents, 
41.9%, disagree while 35.5% agree respectively. Literature review, section 2.3.2, 
pointed out the importance of treating the training function as a strategic partner 
in order to influence good performance (Babaita, 2011).  
 
Almost half, 47.8% of the respondents agree that Absa’s training plan is in line 
with individual career needs, whilst 39.4% disagree.  This response further 
enhances the assumption that Absa is committed to talent development. 
 
A significant majority of the respondents, 63.9%, agree that all employees are 
afforded equal opportunity to learn and grow. Only 16% of the respondents 
disagree with this statement. The literature review, section2.3.2 pointed out that 
training has a direct impact in increasing employee commitment. 
 
With regard to the statement that there are training programmes in place to help 
fast track development of talent, a majority of the respondents (64.9%) agree this 
is the case. This implies that there is focus on accelerating growth of talented 
individuals. On the other hand, only a minority (12.8%) disagree with this 
statement. 
 
Furthermore, the majority of the respondents (52.1%), agree that after training, 
there is opportunity to apply new skills back on the job. It can thus be concluded 
that Absa provides an opportunity for employees to apply newly acquired 
knowledge back in their roles. 
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Table 5.2b:  Learning and Development Mean 
 
B2 Learning and Development N Mean StdDev 
1 Absa does a good job in developing talent to their 
full potential 94 3.22 1.14 
2 I receive training to help me learn and grow in my 
career 94 3.96 0.88 
3 There are learning opportunities to help talent 
improve performance 94 4.15 0.60 
4 A skills audit is conducted regularly to determine 
skills gaps 94 2.71 1.21 
5 Absa's training plan is in line with individual 
career needs 94 3.13 1.18 
6 All employees are afforded equal opportunity to 
learn and grow 94 3.65 1.07 
7 There are training programmes in place to help 
fast track development of talent 94 3.68 0.93 
8 After training, there is opportunity to apply new 
skills back on the job 94 3.27 1.05 
 
Table 5.2b above reveals an aggregate mean of 3.47 and standard deviation of 
0.72.  This suggests a tendency towards agreement regarding the ability of Absa 
bank to effectively use learning and development as an effective tool to retain 
talent. The standard deviation reveals a relatively concentrated spread ranging 
between 0.60 and 1.18. This indicates data reliability and greater confidence in 
the data than previously seen.  In summarizing this element, although the bank 
displays focus on developing employees; this focus does not necessarily prove to 
be as strong to retain talent. 
 
5.3.3 Performance Management 
The respondents’ perceptions of Absa’s performance management are reflected 
in the ratings below. 
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Table 5.3a: Performance Management Response  
B3 
Performance 
Management 
  
S
tr
o
n
g
ly
 
A
g
re
e 
A
g
re
e 
U
n
ce
rt
a
in
 
D
is
a
g
re
e 
S
tr
o
n
g
ly
 
D
is
a
g
re
e 
T
o
ta
l 
  
1 
My personal objectives 
are mutually agreed 
with my line manager 
No 22 53 1 16 2 94 
% 
23.4% 56.4% 1.1% 17.0% 2.1% 100.0% 
2 
I have a clear 
understanding of my 
performance objectives 
No 30 62 0 2 0 94 
% 
31.9% 66.0% 0.0% 2.1% 0.0% 100.0% 
3 
I have regular coaching 
conversations with my 
line manager 
No 20 37 12 23 2 94 
% 
21.3% 39.4% 12.8% 24.5% 2.1% 100.0% 
4 
Performance review 
discussions are 
inspiring 
No 15 39 13 22 5 94 
% 
16.0% 41.5% 13.8% 23.4% 5.3% 100.0% 
5 
Performance gaps 
identified during 
performance review are 
translated to the 
training plan 
No 14 44 8 25 3 94 
% 
14.9% 46.8% 8.5% 26.6% 3.2% 100.0% 
6 
There is adequate 
support to help 
employees improve 
performance 
No 18 47 10 18 1 94 
% 
19.1% 50.0% 10.6% 19.1% 1.1% 100.0% 
7 
Absa employees 
receive constructive 
performance feedback 
from managers 
No 18 46 10 13 7 94 
% 
19.1% 48.9% 10.6% 13.8% 7.4% 100.0% 
8 
Absa has a high 
performance culture 
No 25 42 10 16 1 94 
% 26.6% 44.7% 10.6% 17.0% 1.1% 100.0% 
9 
The performance 
management system is 
consistently applied to 
all employees 
No 9 37 15 26 7 94 
% 
9.6% 39.4% 16.0% 27.7% 7.4% 100.0% 
 
An analysis of Table 5.3a reveals the following: 
 
A large majority of the respondents, 79.8%, agree that personal objectives are 
mutually agreed with their line managers; only 19% disagree with this statement. 
It can thus be assumed that the majority of employees at Absa are actively 
involved in setting performance objectives. 
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An overwhelming majority, 97.9%, agree they have clear understanding of their 
performance objectives.  This high percentage may imply that Absa has a greater 
chance of meeting organisational goals due to aligned performance expectations. 
 
With regard to coaching, the majority of the respondents (60.7%) agree they have 
regular coaching conversations with their line managers, while 26.6 disagree. 
This response indicates a healthy coaching culture within the organisation. 
 
The majority of the respondents (57.5%) agree that performance review 
discussions are inspiring, while 28.7 disagree. A conclusion can thus be drawn 
that most of Absa leaders inspire people to perform. As presented in literature, 
section 2.3.5, effective leaders help teams to attain high quality results (DuBrin, 
2010). 
 
A significant 61.7% of the respondents agree that performance gaps identified 
during performance review are translated to the training plan, while 29.8% 
respondents disagreed with this statement.  Based on the above response, an 
assumption can be drawn that employees are well informed of their performance 
gaps; and actively supported in closing them.  This is indicative of quality 
leadership as discussed in section 2.3.5 of this paper. 
 
A slighter larger majority, 69.1% of employees of the respondents agree there is 
adequate support to help employees improve performance.  This response is 
consistent with the conclusion in the above paragraph, which indicates leadership 
commitment in improving performance.  
 
A further consistent response with regard to performance management is 
observed from the majority of the respondents (68%), who agree that Absa 
employees receive constructive performance feedback from managers.  
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Almost three quarters of the respondents, 71.3%, agree that Absa has as high 
performance culture.  Based on this high percentage, it can be assumed that Absa 
engages in an aggressive approach in driving performance culture. 
 
Almost half of the respondents, 49%, agree that performance management 
system is consistently applied to all employees, while 35.1% on the other hand 
disagreed with this statement. 
 
Figure 5.1 below visually displays the respondents’ views regarding the overall 
performance management system at Absa.  It reflects the extent to which the 
respondents agree or disagree that Absa has an effective performance 
management system that supports a culture of high performance. 
 
Figure 5.1 Performance Management 
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Table 5.3b: Performance Management Mean 
B3 Performance Management N Mean StdDev 
1 My personal objectives are mutually agreed with my line 
manager 94 3.82 1.05 
2 I have a clear understanding of my performance 
objectives 94 4.28 0.58 
3 I have regular coaching conversations with my line 
manager 94 3.53 1.14 
4 Performance review discussions are inspiring 94 3.39 1.17 
5 Performance gaps identified during performance review 
are translated to the training plan 94 3.44 1.13 
6 There is adequate support to help employees improve 
performance 94 3.67 1.03 
7 Absa employees receive constructive performance 
feedback from managers 94 3.59 1.17 
8 Absa has a high performance culture 94 3.79 1.06 
9 The performance management system is consistently 
applied to all employees 94 3.16 1.16 
 
Table 5.3breveals an aggregate mean of 3.7, with a standard deviation of 0.8.  
This reflects a tendency towards agreement that Absa’s performance 
management is effective in influencing talent retention. The standard deviation is 
relatively concentrated, indicating data reliability. 
 
Based on the analysis of this element, it is evident that Absa puts a strong 
emphasis on driving and managing performance through formal performance 
management processes.   There is also evidence of strong focus on assisting and 
supporting employees develop their own performance. It can therefore be 
concluded that there is evidence that performance focus is conducive to retaining 
talent. 
 
5.3.4 Reward and Recognition 
 
This section examines the respondents’ views on Absa’s reward and recognition 
practices. 
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Table 5.4a: Reward and Recognition Response 
 
Reward and 
Recognition 
  
S
tr
o
n
g
ly
 
A
g
re
e 
A
g
re
e 
U
n
ce
rt
a
in
 
D
is
a
g
re
e 
S
tr
o
n
g
ly
 
D
is
a
g
re
e 
T
o
ta
l 
  
1 
Absa reward 
programmes are 
effective in retaining 
talent 
No 1 34 20 30 9 94 
% 
1.1% 36.2% 21.3% 31.9% 9.6% 100.0% 
2 
Absa reward system 
contributes to me 
staying with the 
organisation 
No 2 30 15 38 9 94 
% 
2.1% 31.9% 16.0% 40.4% 9.6% 100.0% 
3 
Absa offers 
competitive 
remuneration that is 
attractive 
No 4 30 20 28 12 94 
% 
4.3% 31.9% 21.3% 29.8% 12.8% 100.0% 
4 
Good performance is 
recognised at Absa 
No 13 61 9 9 2 94 
% 13.8% 64.9% 9.6% 9.6% 2.1% 100.0% 
5 
Good performance is 
rewarded adequately 
No 8 30 22 31 3 94 
% 8.5% 31.9% 23.4% 33.0% 3.2% 100.0% 
6 
Absa incentive 
schemes are 
performance based 
and fair 
No 4 44 15 27 4 94 
% 
4.3% 46.8% 16.0% 28.7% 4.3% 100.0% 
7 
My manager always 
gives recognition for a 
job well done 
No 17 60 4 9 4 94 
% 
18.1% 63.8% 4.3% 9.6% 4.3% 100.0% 
 
Analysis of Table 5.4a reveals the following: 
 
Just under half of the respondents, 41.5% disagree that Absa’s reward 
programmes are effective in retaining talent. On the other hand, 37.3% agree 
with the statement.  This could be as a result of current reward programmes not 
being relevant to the target group. 
 
Exactly half of the respondents, 50%, disagree that Absa’s reward system 
contributes to them staying with the organisation, whilst 34% agree with the 
statement. This supports literature which states that, although money is 
important, it does not substitute the true value of appreciation.  It can thus be 
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assumed that people are more than willing to leave the organisation if they don’t 
feel valued; even if they are rewarded adequately. 
 
Evidently, a number of the respondents, 42.6% disagree that Absa offers 
competitive remuneration that is attractive, whilst 36.2% agrees with the 
statement. By implication, Absa may be at risk of losing talent to other 
organisation that offer better remuneration packages. 
 
An overwhelming majority, 78.7% agree that good performance is recognised at 
Absa.  This may imply that Absa is successful in creating a culture of recognition 
and appreciation; which can serve as an attractive value proposition for talent. In 
addition, a number of the respondents, 40.4%, agree that good performance is 
rewarded adequately.  This is somewhat inconsistent with previous views that 
Absa rewards practices are inadequate.  However, it is important to note that 
36.2% disagree that good performance is rewarded adequately, whilst 23.4% 
were uncertain.  The uncertain group create doubt whether good performance is 
indeed rewarded adequately.   
 
Just over half, 51.1% of the respondents agree that Absa’s incentive schemes are 
performance based and fair, whilst 33% disagree.  In line with evidence that 
Absa strives for a high performance culture, it can be assumed that the 
organisation is successful in linking rewards to performance. 
 
An overwhelming majority, 81.9% agreed that line managers always give 
recognition for a job well done. This may imply that Absa is successful in 
creating a culture of recognition. 
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Table 5.4b: Reward and Recognition Mean 
B4 Reward and Recognition N Mean StdDev 
1 Absa reward programmes are effective in retaining 
talent 94 2.87 1.05 
2 Absa reward system contributes to me staying with the 
organisation 94 2.77 1.07 
3 Absa offers competitive remuneration that is attractive 94 2.85 1.14 
4 Good performance is recognised at Absa 94 3.79 0.88 
5 Good performance is rewarded adequately 94 3.10 1.06 
6 Absa incentive schemes are performance based and fair 94 3.18 1.04 
7 My manager always gives recognition for a job well 
done 94 3.82 0.98 
 
Table 5.4b has an aggregate mean of 3.2 and standard deviation of 0.73.  This 
reflects a tendency towards uncertainty regarding the effectiveness of Absa’s 
reward and recognition practices in retaining talent. The standard deviation is 
highly concentrated, ranging between0.88 and 1.14.  This means the data is 
highly reliable. 
 
5.3.5 Diversity and Culture 
 
This section examines the respondents’ perceptions on Absa’s culture of 
inclusivity. 
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Table 5.5a: Diversity and Culture Response 
B5 Diversity and Culture 
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1 
Managers create an 
environment where 
diverse employees 
thrive 
No 10 46 11 21 6 94 
% 
10.6% 48.9% 11.7% 22.3% 6.4% 100.0% 
2 
Programmes are in 
place to fast track 
development of 
previously 
disadvantaged groups 
to management 
positions 
No 13 44 21 16 0 94 
% 
13.8% 46.8% 22.3% 17.0% 0.0% 100.0% 
3 
Succession planning is 
aligned to the 
organisation's 
transformation needs 
No 8 50 14 19 3 94 
% 
8.5% 53.2% 14.9% 20.2% 3.2% 100.0% 
4 
Employee 
transformation 
activities are effective 
in addressing talent 
challenges 
No 7 27 23 29 8 94 
% 
7.4% 28.7% 24.5% 30.9% 8.5% 100.0% 
5 
My manager always 
embraces diverse 
contributions from the 
team 
No 13 53 9 15 3 93 
% 
14.0% 57.0% 9.7% 16.1% 3.2% 100.0% 
6 
Different perspectives 
from diverse 
employees is always 
valued 
No 12 50 12 15 5 94 
% 
12.8% 53.2% 12.8% 16.0% 5.3% 100.0% 
 
Analysis of Table 5.5 a reveals the following: 
 
More than half of the respondents, 59.5%, agree that managers create an 
environment where diverse employees thrive, whilst only 26.7% disagree.  This 
implies that Absa is an organisation that strives for a culture of inclusivity. 
 
Almost two thirds, 60.6% of the respondents agree that programmes are in place 
to fast track development of previously disadvantaged groups into management 
positions. This position Absa as an organisation that embraces South Africa’s 
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transformation needs, as discussed in the literature survey.  The above conclusion 
is further enhanced by 61.7% of the respondents who agree that succession 
planning is aligned to the organisation's transformation needs. 
 
The respondents almost have equally contrasting views about the effectiveness of 
employee transformation activities in addressing talent challenges, as 39.4% 
disagree, whilst 36.1% agree with the statement. This is despite the respondents’ 
acknowledgement of the organisation’s commitment to transformation 
commitments. 
 
A large majority, 71%, agree that their line managers always embrace diverse 
contributions from the team.  This is the highest score under the variable of 
diversity and culture. An assumption can thus be made that Absa has a culture 
where people from diverse backgrounds thrive.  This assumption is further 
supported by 66% of the respondents, who agree that different perspectives from 
diverse employees are always valued. 
 
Figure 5.2 below visually displays the respondents’ views regarding overall 
diversity and culture at Absa.  It reflects the extent to which the respondents 
agree or disagree that Absa has an inclusive culture that embraces diversity. 
 
 
 
 
 
 
 
 
 
 
 
87 
Figure 5.2 Diversity and Culture 
 
 
Table 5.5b Diversity and Culture Mean  
B5 Diversity and Culture N Mean Std.Dev 
1 Managers create an environment where diverse 
employees thrive 94 3.35 1.13 
2 Programmes are in place to fast track 
development of previously disadvantaged groups 
to management positions 94 3.57 0.93 
3 Succession planning is aligned to the 
organisation's transformation needs 94 3.44 1.01 
4 Employee transformation activities are effective 
in addressing talent challenges 94 2.96 1.12 
5 My manager always embraces diverse 
contributions from the team 93 3.62 1.02 
6 Different perspectives from diverse employees is 
always valued 94 3.52 1.07 
 
Table 5.5b reveals an aggregate mean of 3.41 and standard deviation of 0.81 
respectively. The mean is relatively high and reflects a tendency towards 
agreement that Absa’s diversity and culture is conducive to retaining talented 
employees. The standard deviation is highly concentrated, ranging between 0.93 
and 1.13.  This reflects confidence in the data and suggests high data reliability.  
59% 
16% 
25% 
Diversity and Culture 
Agree 
Uncertain 
Disagree 
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Therefore, a conclusion can be made that Absa has an inclusive culture that is 
conducive to retaining talent. 
 
5.3.6   Leadership 
This section examines the quality of Absa’s leadership in managing talent. 
 
Table 5.6a Leadership Response 
B6 Leadership 
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1 
My personal objectives are 
mutually agreed with my line 
manager 
22 53 1 16 2 94 
23% 56% 1% 17% 2% 100% 
2 
I have a clear understanding of 
my performance objectives 
30 62 0 2 0 94 
32% 66% 0% 2% 0% 100% 
3 
My manager always gives 
recognition for a job well done 
17 60 4 9 4 94 
18% 64% 4% 10% 4% 100% 
4 
Managers create an 
environment where diverse 
employees thrive 
10 46 11 21 6 94 
11% 49% 12% 22% 6% 100% 
5 
My manager always embraces 
diverse contributions from the 
team 
13 53 9 15 3 93 
14% 57% 10% 16% 3% 100% 
6 
I am inspired to work beyond 
what is required 
27 45 10 9 3 94 
29% 48% 11% 10% 3% 100% 
7 
Absa employees receive 
constructive performance 
feedback from managers 
18 46 10 13 7 94 
19% 49% 11% 14% 7% 100% 
 
Analysis of Table 5.6a reveals that Absa’s leadership is strong at managing 
performance and clearly explaining performance objectives with staff members.  
A significant majority of the respondents, 79%, agree their personal objectives   
are mutually agreed with their line managers. A further large majority 98% state 
expresses clear understanding of their performance objectives. The majority of 
respondents (68%) further agree that Absa employees receive constructive 
performance feedback from managers. 
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In chapter two, the importance of recognising employees for a job well done was 
discussed.  The majority of respondents (82%) agree that they receive recognition 
for a job well done. 
 
The majority of respondents agree that managers create an environment where 
diverse employees thrive, as well as embracing diverse contributions from the 
team (60% and 71%) respectively. 
 
It is evident from the results that the majority of respondents (77%) are inspired 
to work beyond what is required.  This can be attributed to leadership 
effectiveness. Figure 5.3 below visually displays the respondents’ views 
regarding overall leadership effectiveness at Absa.   
 
Figure 5.3   Leadership Effectiveness 
 
 
 
 
 
 
 
76% 
7% 
17% 
Leadership Effectiveness 
Agree 
Uncertain 
Disagree 
90 
Table 5.6b  Leadership Mean 
B6 Leadership 
N Mean StdDev 
1 My personal objectives are mutually agreed 
with my line manager 94 3.22 1.14 
2 I have a clear understanding of my 
performance objectives 94 3.96 0.88 
3 My manager always gives recognition for a job 
well done 94 3.82 0.98 
4 Managers create an environment where diverse 
employees thrive 94 3.35 1.13 
5 My manager always embraces diverse 
contributions from the team 93 3.62 1.02 
6 I am inspired to work beyond what is required 94 3.89 1.03 
7 Absa employees receive constructive 
performance feedback from managers 94 3.59 1.17 
 
Table 5.6b reveals an aggregate mean of 3.77 and standard deviation of 0.75 
respectively. The mean is relatively high and reflects a tendency towards 
agreement that leadership at Absa is conducive to retaining talented employees. 
The standard deviation is highly concentrated, ranging between 0.88 and 1.17.  
This reflects confidence in the data and high reliability.  Therefore, a conclusion 
can be made that Absa has strong leadership that promotes an environment 
conducive to supporting talent retention. 
 
5.4 Analysis and Interpretation of Results: Section C 
 
This section comprises two sub-sections namely; employee value proposition and 
talent management barriers. The data obtained from the survey was analysed for 
each sub-section in a tabular form. 
 
5.4.1 Employee Value Proposition 
 
This section examines the effectiveness of Absa bank in creating a compelling 
employee value proposition in order to attract and retain talent.  Table 5.4a 
below presents responses for employee value proposition. 
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Table 5.7a  Employee Value Proposition Response 
C1 
Employee Value 
Proposition 
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1 
I am inspired to work 
beyond what is 
required 
No 27 45 10 9 3 94 
% 
28.7% 47.9% 10.6% 9.6% 3.2% 100.0% 
2 
My job provides me 
with flexibility of 
work life balance 
No 12 36 10 19 17 94 
% 
12.8% 38.3% 10.6% 20.2% 18.1% 100.0% 
3 
My work environment 
provides equal 
opportunity for a 
diverse workforce 
No 25 44 6 17 2 94 
% 
26.6% 46.8% 6.4% 18.1% 2.1% 100.0% 
4 
My work environment 
is captivating 
No 14 39 10 24 7 94 
% 14.9% 41.5% 10.6% 25.5% 7.4% 100.0% 
5 
An effort is made to 
place employees in 
roles fitting to their 
skills and passion 
No 8 48 13 23 2 94 
% 
8.5% 51.1% 13.8% 24.5% 2.1% 100.0% 
6 
I believe the 
organisation provides 
long-term career for 
talent 
No 10 43 16 24 1 94 
% 
10.6% 45.7% 17.0% 25.5% 1.1% 100.0% 
7 
I would recommend 
Absa as a great place 
to work 
No 18 37 21 8 10 94 
% 
19.1% 39.4% 22.3% 8.5% 10.6% 100.0% 
8 
At the moment, I am 
seriously considering 
leaving the 
organisation 
No 8 11 30 32 13 94 
% 
8.5% 11.7% 31.9% 34.0% 13.8% 100.0% 
 
Analysis of Table 5.7aindicates that an overwhelming majority of the 
respondents 76.6% agree they are inspired to work beyond what is required, 
while only 12.8% disagree with this statement. This is a good indicator that the 
majority of employees are committed to perform and are engaged. 
 
The literature study revealed that most organisations cannot afford to pay high 
remuneration packages; however they can provide a unique, flexible work 
environment to promote work life balance. A slight majority of the respondents, 
51.1% agree that their jobs provide them with flexibility of work life balance. 
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According to Garrow and Hirsh (2008), talent oriented organisations create a 
culture of inclusion and embraces diversity. Thus, 73.4% of the respondents 
agree that their work environment provides equal opportunities for a diverse 
workforce.  This may imply that people from diverse backgrounds relate to 
Absa’s culture, therefore feel motivated and engaged. 
 
Another 56.4% of the respondents agree that their work environment is 
captivating.  An assumption can be made that the majority of employees are 
placed in correct jobs that are fitting to their skills and passion. This in turn, will 
positively influence organisational performance. The above assumption is further 
supported by a majority of respondents 59.6%, who agree that an effort is made 
to place employees in roles fitting to their skills and passion. 
 
Just over half Majority of the respondents (56.3%), believe the organisation 
provides a long-term career for talent.  This belief may be influenced by the fact 
that Absa is a big organisation; therefore, the implication is that it is able to offer 
multiple opportunities for talent to grow within the organisation. 
 
Also, 58.5% of the respondents agree they would recommend Absa as a great 
place to work.  This is a good indicator that Absa has an appealing image to 
current employees, which may be attractive to prospective employees.  It can 
thus be assumed that Absa has real potential of being regarded as the employer of 
choice. 
 
Only 20.2% of the respondents agree that they are seriously considering leaving 
the organisation, while 47.8% disagree with this statement.  This may be 
influenced by the fact that 50% of the respondents have more than ten years of 
service within the organisation; therefore may have no intentions to leave the 
organisation.  Another factor maybe age, 56.3% of the respondents are more than 
40 years old; therefore, they may be more settled in their careers. 
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Figure 5.4 below visually displays the respondents’ views regarding overall 
employee value proposition at Absa.  It reflects the extent to which the 
respondents agree or disagree that Absa has a compelling employee value 
proposition. 
 
Figure 5.4  Employee Value Proposition 
 
 
Table 5.7b:  Employee Value Proposition Mean 
C1 Employee Value Proposition N Mean StdDev 
1 I am inspired to work beyond what is required 94 3.89 1.03 
2 My job provides me with flexibility of work life 
balance 94 3.07 1.35 
3 My work environment provides equal opportunity 
for a diverse workforce 94 3.78 1.10 
4 My work environment is captivating 94 3.31 1.22 
5 An effort is made to place employees in roles 
fitting to their skills and passion 94 3.39 1.02 
6 I believe the organisation provides long-term 
career for talent 94 3.39 1.02 
7 I would recommend Absa as a great place to work 94 3.48 1.21 
8 At the moment, I am seriously considering leaving 
the organisation 94 2.67 1.12 
 
 
57% 
15% 
28% 
Employee Value Proposition 
Agree 
Uncertain 
Disagree 
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The aggregate mean of Table 5.6 b is 3.46, with the standard deviation of 0.86. 
The mean displays tendency towards agreement that Absa has a compelling 
Employee Value Proposition that is attractive to talent. It is noted that the 
standard deviation is highly concentrated, ranging between 1.02 and 1.35; 
therefore data highly reliable.  
 
5.4.2 Talent Management Barriers 
 
This section examines the respondents’ views on talent management barriers. 
 
Table 5.8a:    Talent Management Barriers Response 
C2 
Talent Management 
Barriers 
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1 
I believe leadership is 
committed to managing 
talent effectively 
No 16 43 10 23 1 93 
% 
17.2% 46.2% 10.8% 24.7% 1.1% 100.0% 
2 
Talent management 
strategy is well 
understood by all 
employees 
No 6 26 15 39 7 93 
% 
6.5% 28.0% 16.1% 41.9% 7.5% 100.0% 
3 
Rapid change in the 
organisation hinders 
successful execution of 
talent management 
No 22 40 13 15 3 93 
% 
23.7% 43.0% 14.0% 16.1% 3.2% 100.0% 
4 
Every talent is assigned 
a coach 
No 2 17 28 40 6 93 
% 2.2% 18.3% 30.1% 43.0% 6.5% 100.0% 
5 
I believe there is a 
consistent criteria in 
identifying talent 
No 7 35 22 25 3 92 
% 
7.6% 38.0% 23.9% 27.2% 3.3% 100.0% 
6 
Talent is given 
opportunity to be 
innovative 
No 5 37 16 28 7 93 
% 
5.4% 39.8% 17.2% 30.1% 7.5% 100.0% 
7 
I have good guidance 
about my possible 
career paths 
No 7 46 11 26 3 93 
% 
7.5% 49.5% 11.8% 28.0% 3.2% 100.0% 
 
An analysis of Table 5.8a analysis outlines the following: 
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Almost two thirds of the respondents (63.4%), believe that leadership is 
committed to managing talent effectively, whilst 25.8% of the respondents 
disagree with the statement.  This means the majority of the respondents do not 
identify leadership as a barrier to talent management. Leadership commitment is 
critical to effective implementation of talent management. 
 
Almost half of the respondents (49.4%), disagree that the talent management 
strategy is well understood by all employees, although the analysis reveals that 
Absa leadership displays commitment to talent management.  This means a lack 
of proper understanding of talent management can thus be identified as a 
potential hindrance to effective implementation of talent management. On the 
other hand, 34.5% agree that the talent management strategy is well understood 
by all employees. 
 
A total of 46.7% of the respondents agree that rapid change in the organisation 
hinders successful execution of talent management; only 19.3% disagree with 
this statement; while 14% are uncertain.  It can thus be concluded that the fast 
pace of change within Absa is a potential barrier to effective talent management. 
 
Many of the respondents, 49.5% disagree that every talent has a coach.  This 
means not all talent has been assigned a coach.  Only a minority, 20.5% agree 
with this statement.  Therefore lack of formal coaching for all talent can be 
highlighted as a barrier to talent management. 
 
The process of identifying talent at Absa appears to be consistent.  Again, many 
of the respondents, 45.6%, agree there is a consistent criteria in identifying talent.  
This element may potentially not be a hindrance to successful implementation of 
talent management.  However, it is noted that 30.5% of the respondents disagree 
with this statement, with 23.9% uncertain. Due to a reasonably high degree of 
uncertainty, this element may require close monitoring in order to get a clearer 
picture. 
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A large group of the respondents, 45.2% agree that talent is given an opportunity 
to be innovative.  This response is closely followed by those who disagree 
37.6%; only 17% of the respondents are uncertain on this element.  Although 
many are in agreement with the statement, a strong conclusion cannot be made 
that talent is indeed given an opportunity to be innovative. 
 
While 47% of the respondents agree that they have good guidance about their 
possible career paths, 31.2% disagree with this statement.  Since only 11% of the 
respondents are uncertain, it can thus be concluded that many of the respondents 
agree they get guidance about possible career paths.  Therefore, this element is 
potentially not a barrier to talent management. 
 
Table 5.8b:  Talent Management Barriers Mean 
C2 Talent Management Barriers N Mean StdDev 
1 I believe leadership is committed to managing 
talent effectively 93 3.54 1.08 
2 Talent management strategy is well understood by 
all employees 93 2.84 1.12 
3 Rapid change in the organisation hinders 
successful execution of talent management 93 3.68 1.10 
4 Every talent is assigned a coach 93 2.67 0.92 
5 I believe there is a consistent criteria in 
identifying talent 92 3.20 1.03 
6 Talent is given opportunity to be innovative 93 3.05 1.11 
7 I have good guidance about my possible career 
paths 93 3.30 1.06 
 
Table 5.8b reveals an aggregate mean of 2.99 and standard deviation of 0.79 
respectively.  This suggests a tendency towards uncertainty regarding the ability 
of Absa bank to effectively identify talent management barriers.  The standard 
deviation reveals a highly concentrated spread ranging between 0.92 and 1.12. 
This indicates high reliability and greater confidence in the data. To summarise 
this element, it is evident that Absa needs greater focus in identifying aspects that 
hamper successful implementation of talent. Such focus will enable the business 
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to have a focused approach in removing barriers in order to attract and retain 
talent. 
 
5.5   Inferential Statistics 
 
In chapter four, eight hypotheses of this study were introduced.  This section 
presents the results of Pearson’s correlation analysis that was used to help make 
general statements about the total population from which the sample was 
selected.  Pearson’s correlation analysis highlights the strength of the relationship 
between two variables. It also only takes values between -1 and +1 only.  The 
negative digit-1 signifies a perfect negative correlation, while +1 signifies a 
perfect positive correlation. Nought (o) means that there is no correlation 
between variables (Wegner, 2007). 
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Recruitment 
Learning and 
Development 
Performance 
Management 
Reward and 
Recognition 
Diversity 
and 
Culture 
Employee 
Value 
Proposition 
Talent 
Management 
Barriers 
Leadership 
Recruitment 1.00              
Learning and 
Development 
0.70 1.00           
 
Performance 
Management 
0.69 0.70 1.00         
 
Reward and 
Recognition 
0.69 0.63 0.73 1.00       
 
Diversity 
and Culture 
0.64 0.65 0.76 0.69 1.00     
 
Employee 
Value 
Proposition 
0.63 0.57 0.77 0.75 0.80 1.00   
 
Talent 
Management 
Barriers 
0.71 0.68 0.79 0.75 0.74 0.82 1.00 
 
Leadership 0.58 0.68 0.88 0.70 0.85 0.85 0.75 1.00 
Red Indicates statistical significant correlations (p<0.05) 
 
 
 
Table 5.9 Pearson's Correlation Coefficient 
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Analysis of Table 5.9 reveals that all variables have a positive correlation; this 
means all variables have a significant influence on each other.  These results are 
analysed and linked to each hypotheses as presented in chapter four. 
 
It is important to note that all the correlations are statistically significantly greater 
than zero (p<0.05 in all cases). The practical significance of these correlations 
can also be seen as large, following the guidelines set by Cohen (1988). These 
guidelines state that, for practical significance, coefficients in the region of 0.1 
can be seen as small, in the region of 0.3 as medium and in the region of 0.5 (or 
higher) as large. 
 
H1:  There is a relationship between recruitment and talent retention 
The results indicate there is a correlation between recruitment and all other 
elements that influence talent retention as depicted in Table 5.8.  H1is supported. 
The greater the focus on recruitment practices, the greater the impact on talent 
retention strategies. 
 
H2:  There is a relationship between learning and development and talent 
retention 
H2is also supported. The results indicate there is a correlation between learning 
and development and all other elements that influence talent retention as depicted 
in Table 5.8. This means, the more focus is put on learning and development 
practices; the more the impact on the ability to retain talent. 
 
H3:  There is a relationship between performance management and talent 
retention 
Again, H3is supported. The results indicate there is a correlation between 
performance management and all other elements that influence talent retention as 
depicted in Table 5.8. This means, the greater the focus on performance 
management strategies, the greater the impact on the ability to retain talent. 
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H4:  There is a relationship between reward and recognition, and talent 
retention   
H4is also supported. The results indicate there is a correlation between reward 
and recognition and all other elements that influence talent retention as presented 
in Table 5.8. This means, the greater the focus on reward and recognition, the 
greater the influence on the ability to retain talent as people are more likely to 
feel appreciated and valued for their contributions. 
 
H5:  There is a relationship between diversity and culture, and talent 
retention 
H5is supported. The results indicate there is a correlation between diversity and 
culture and all other elements that influence talent retention as presented in Table 
5.8. This means, the greater the focus on diversity and culture; the greater the 
influence on the ability to retain talent.  This may be due to people feeling a 
sense of belonging within the organisation. 
 
H6:  There is a relationship between employee value proposition and talent 
retention 
H6is supported. The results indicate there is a correlation between employee 
value proposition and all other elements that influence talent retention as 
presented in Table 5.8. This means, the greater the focus on employee value 
proposition; the greater the influence on the ability to retain talent.  This may be 
due to people recognising the organisation as the employer of choice. 
 
H7:  There is a relationship between identification of talent management 
barriers and talent retention 
H7is supported. The results indicate there is a correlation between talent 
management barriers and all other elements that influence talent retention as 
presented in Table 5.8.  This means, the greater the focus on identifying talent 
management barriers; the greater the ability to retain talent.  This may enable the 
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organisation to have a more focused approach in dealing with talent barriers; and 
pro-actively seeking sustainable solutions.   
 
H8:  There is a relationship between leadership and talent retention 
Finally, H8 is supported. The results in Table 5.8 indicate a positive correlation 
between leadership and all other elements that influence talent retention. This 
means the more an organisation has effective leaders, the more likely it will 
retain talent. The positive correlation supports the literature discussed in chapter 
two (2.3.5), which stated that employee relationships with their respective 
managers determined whether or not they will stay or leave a job. 
 
It is important to note that the strongest relationship exists between leadership 
and performance management (0.88).  This implies, the more an organisation has 
effective leaders who are able to effectively manage performance, the more 
likely it will retain talent. The strongest relationship is closely followed by both 
employee value proposition and diversity and culture (0.85).  It is notable that 
leadership is the common variable in both cases.  This undoubtedly illustrates the 
importance of having strong leadership that will create a compelling employee 
value proposition where diverse groups of people thrive. 
 
5.6   Conclusion 
 
This chapter has presented and discussed the results obtained from the study.  
The analysis and interpretation of the results was conducted in relation to the 
research problems as outlined in chapter one.  The statistical results and analysis 
presented in this chapter, both descriptive and inferential statistics, provide a 
basis to form conclusion and make recommendations in chapter six.   
 
Chapter six will summarise the main findings of the study and highlight their 
implications and conclude with the recommendations for the organisation. 
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CHAPTER 6 
 
SUMMARY, CONCLUSION AND RECOMMENDATIONS 
 
6.1 Introduction 
 
The aim of this chapter is to provide a summary of the research conducted, the 
results of the empirical study and the practical implications thereof.  This chapter 
will further outline how the main problem and the sub-problems have been dealt 
with.  In addition findings, recommendations and conclusions will discussed; as 
well as outlining problems and limitations of the study conducted. 
 
6.2 Summary of Chapters 
 
The purpose of this study was to investigate whether Absa’s talent management 
approach is succeeding in retaining critical talent within its transformation 
agenda. In order to address the aforementioned challenge, Chapter One 
introduced the main and sub-problems; explaining how the researcher intended 
solving them. The sub-problems were identified as to investigate: 
 The barriers that hinder successful implementation of talent management 
 Proven strategies for retaining critical talent 
 Key employee value proposition elements that promote talent 
management for retention of key employees. 
 The role of leadership in managing talent 
 The impact of Absa’s talent management strategy in its transformation 
agenda. 
 
In Chapter two, the role of talent management in business was presented, with 
the intention of highlighting its strategic importance in retaining talented 
employees. The discussion included definitions of talent management; key 
concepts and variables relating to talent management. McDonnell, et al. 2010 
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pointed out that researchers differ significantly in their understanding of what 
constitutes talent management. The difficulty in identifying the precise meaning 
of talent management results in it being open to many interpretations and 
perspectives.  Talent management in this study specifically focused on the 
importance of having a combination of variables that promote a talent engaging 
culture.  
Following the strategies discussed in literature that included recruitment, training 
and development, performance management, employee value proposition, reward 
and recognition and quality leadership, Chapter Three focused on the applied 
approach of talent management at Absa, aligning it to the literature presented in 
chapter two. The identified strategies were utilised as a basis to review the 
application of Absa’s talent management strategies. 
 
Chapter Four detailed research methodology used to study the main research 
problem as outlined in chapter one.  It further outlined the research design; 
described the measuring instrument as well as data collection method. The 
chapter further introduced eight broad hypotheses to address the main and sub-
problems. The concepts of validity and reliability were discussed as well their 
application in the study. 
 
Chapter five presented the results of the empirical study as well as the analysis 
thereof. The statistical results and analysis presented in this chapter, both 
descriptive and inferential statistics, provided the basis to form conclusion and 
make recommendations in chapter six. 
 
6.3 Summary of the Study 
 
The following section provides a summary of the study. The main findings 
pertaining to each sub-problem as outlined in chapter one will be discussed. 
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6.3.1    Descriptive Statistics 
 
The summary of key findings pertaining to the empirical study will be provided 
in this section. 
 
6.3.1.1 Recruitment 
 
This section examines the ability of Absa bank to attract the right calibre people, 
thereby creating a healthy talent pipeline for critical positions.  The results 
indicated that the respondents had opposing views regarding Absa’s ability to 
recruit from the internal talent pool, as 46.8% of the respondents agreed that 
Absa has a sufficient internal talent pool to recruit from, while on the other 
46.8% disagreed.  The implication of the divided opinions is that there is no 
common understanding regarding the depth of the talent pool within the 
organisation. It may thus be assumed there is no transparent or consistent 
communication in the business about the strength of the talent pool or availability 
thereof.  However, the majority of respondents (65.9%) acknowledged that 
recruitment practices focus on internal promotions rather than external. 
 
Many respondents (47.8%) disagreed that Absa is effective in retaining talent. 
This is an area of concern, particularly given Absa’s focus to attract and retain 
talent. The results further revealed that the majority of respondents (58.5%) 
disagreed that there is a sufficient talent pool to fill managerial vacancies. It is 
evident that Absa has a real gap when it comes to attracting, developing and 
retaining talent.  
 
6.3.1.2 Learning and Development 
The results revealed that the majority of respondents (51.1%), agree that Absa 
does a good job in developing talent to their full potential. A further 
overwhelming majority of the respondents (92%) agree that there are learning 
opportunities to help talent improve performance. This is a good indicator that 
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Absa is willing to invest in the development of talent.  However, the results 
reflected that the majority of respondents, at 44.7%, disagree that a proper skills 
audit is conducted to determine skills gaps.  It is therefore evident that this area 
requires a more focused approach in closing skills gaps. Babaita (2011) pointed 
out the importance of treating the training function as strategic partner in order to 
influence good performance.  
 
6.3.1.3 Performance Management 
 
As revealed in the results, a large majority of the respondents, 71.3%, agreed that 
Absa has a high performance culture.  The results further revealed that the 
majority of respondents believe that the performance management system is 
consistently applied to all employees. An assumption is thus made that Absa has 
an effective performance management system that supports a high performance 
culture. It can therefore be concluded that there is evidence that the performance 
focus at Absa is conducive to retaining talent. 
 
6.3.1.4 Reward and Recognition 
 
The results reflected a tendency towards uncertainty regarding the effectiveness 
of Absa’s reward and recognition practices in retaining talent.  A specific area of 
concern is with regard to monetary rewards, with many of the respondents, 
41.5% disagreeing that Absa’s reward programmes are effective in retaining 
talent. Another group of the respondents (42.6%) does not believe that Absa 
offers competitive remuneration that is attractive. Absa may be at a risk of losing 
talent to other organisation that offer better remuneration packages. 
 
6.3.1.5 Diversity and Culture 
 
With regard to a culture of inclusivity, the majority of the respondents, 59.5%, 
agreed that managers create an environment where diverse employees thrive. 
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This implies that Absa is succeeding in creating a culture of inclusivity.  This is 
crucial given Absa’s focus on attracting and retaining talent that will support the 
company’s overall transformation agenda. This confidence in a culture of 
inclusivity is further supported by 60.6% of the respondents who believe that 
programmes are in place to fast track development of previously disadvantaged 
groups into management positions. Therefore, a conclusion can be made that 
Absa has an inclusive culture that is conducive to retaining talent. 
 
6.3.1.6   Leadership 
 
In chapter two (2.3.5), it was stated that although there are multiple factors that 
influence employee engagement, the quality of leadership is the most influencing 
factor (Wellins and Concelman, 2005). It is evident from the results that the 
majority of respondents (77%) are inspired to work beyond what is required.  
This can be attributed to quality of leadership at Absa.  
 
Thomas et al. (2007) stated that a culture of high performance depends on the 
commitment of leadership. The results further revealed that managers create an 
environment where diverse employees thrive. Therefore, a conclusion can be 
made that Absa has strong leadership that promotes an environment that supports 
talent retention. 
 
6.3.1.7   Employee Value Proposition 
 
It is evident from the results that the majority of respondents (56.4%) believe 
their work environment is captivating. As a result of the aforementioned 
response, an assumption was made that the majority of employees are placed in 
correct jobs that are fitting to their skills and passion. This positively influences 
employee engagement levels as well as organisational performance.  It is 
important to note that 58.5% of the respondents reported that they would 
recommend Absa as a great place to work.  This is a good indicator that Absa has 
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an appealing image to current employees, which may be attractive to prospective 
employees.  It can thus be assumed that Absa has a compelling employee value 
proposition that is attractive to talent. 
 
6.3.1.8 Talent Management Barriers 
 
In chapter two (2.4), Garrow (2008) highlighted that line managers may 
potentially hamper successful implementation of talent management. The author 
highlighted that talent management success often depends on people 
management skills of the line managers, as well as their perspective of talent.  He 
argued some line managers may be conservative in their thinking and not be 
supportive of talent fast tracking. This may result in line managers blocking or 
delaying development of high potential individuals.  The above had proven not to 
be the case at Absa, where the majority of the respondents (63.4%), believe that 
leadership is committed to managing talent effectively. This means the majority 
of the respondents do not identify leadership as a barrier to talent management.  
 
On the other hand, almost half of the respondents (49.4%) do not believe that the 
talent management strategy is well understood by all employees. This can be 
identified as a potential hindrance to effective implementation of talent 
management. The results further revealed that many respondents (46.7%) 
identified the rapid change in the organisation hinders successful execution of 
talent management.  It can thus be concluded that the fast pace of change within 
Absa is a potential barrier to effective talent management. 
 
Lack of formal coaching for all talent has been highlighted as a barrier to talent 
management, with almost half of the respondents (49.5%) disagreeing that every 
talent has a coach.  In summarising this element, the results suggested a tendency 
towards uncertainty regarding the ability of Absa bank to effectively identify 
talent management barriers. It is thus evident that Absa needs to pay more 
attention to identifying aspects that hamper successful implementation of talent. 
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Such focus will enable the business to have a focused approach in removing 
barriers in order to attract and retain talent. 
 
6.3.2 Inferential Statistics 
 
The results in this section are summarised with reference to the objectives and 
hypotheses as presented in chapter five. 
H1:  There is a relationship between recruitment and talent retention 
 
Hypothesis one was supported. This means there is a positive correlation 
between recruitment and talent retention. The findings suggest that the greater 
the focus on recruitment practices, the greater the impact to retaining talent. 
 
H2:  There is a relationship between learning and development and talent 
retention 
 A positive correlation was found between learning and development and talent 
retention, therefore hypothesis two was supported. This means the more 
emphasis on learning and development practices, the more the impact on the 
ability to retain talent. 
 
H3:  There is a relationship between performance management and talent 
retention 
Hypothesis three was supported. The results indicated a positive correlation 
between performance management and talent retention. This means, the greater 
the focus on performance management practices, the greater the impact on the 
ability to retain talent. 
 
H4:  There is a relationship between reward and recognition, and talent 
retention   
Hypothesis four was supported. The results revealed a positive correlation 
between reward and recognition and talent retention. This means, the greater the 
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focus on reward and recognition, the greater the influence on the ability to retain 
talent. This may be a result of people feeling more appreciated and valued for 
their contributions. 
 
H5:  There is a relationship between diversity and culture, and talent 
retention 
Hypothesis five was supported. The results indicated a positive correlation 
between diversity and culture and talent retention. This means, the greater the 
focus on diversity and culture, the greater the chance to retain talent.  This may 
be due to people feeling a sense of belonging within the organisation. 
 
H6:  There is a relationship between employee value proposition and talent 
retention 
Hypothesis was supported. The results indicated a positive correlation between 
employee value proposition and talent retention. This means, the greater the 
focus on employee value proposition, the greater the ability to retain talent.  This 
may be due to people recognising the organisation as the employer of choice. 
 
H7:  There is a relationship between identification of talent management 
barriers and talent retention 
Hypothesis seven was supported. The results indicated a positive correlation 
between talent management barriers and talent retention.  This means, the greater 
the focus on identifying talent management barriers, the greater the ability to 
retain talent.  This may enable the organisation to have a more focused approach 
in dealing with talent barriers; thereby able to pro-actively implement sustainable 
talent solutions.   
 
H8:  There is a relationship between leadership and talent retention 
It was noted that a positive correlation existed between leadership talent 
retention.  This means the more an organisation has effective leaders, the more 
likely it will retain talent. 
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The literature survey revealed that managing an effective talent pipeline is one of 
leadership strategic imperatives.  It is thus prudent for an organisation to have 
quality leaders as this has a direct impact in talent retention. 
 
6.3.3 Objectives and Hypotheses 
 
The study had five sub-problems and these were: 
 What are the barriers that hinder successful implementation of talent 
management? 
 What proven strategies exist for retaining critical talent? 
 What are the main employee value proposition elements that promote 
talent management for retaining critical employees? 
 What role does leadership play in managing talent? 
 How does the talent management strategy impact the transformation 
agenda at Absa? 
 
Eight broad hypotheses were then developed to answer and resolve the sub-
problems. In answering the main and sub-problems, the researcher conducted a 
thorough literature review and demonstrated practical application thereof in 
business; followed by an empirical study.  The researcher further ensured 
consistent and logical alignment between the main problem, sub-problems and 
hypotheses. 
 
6.3.4 Recommendations 
 
The significance of this study was to identify talent strategies that could lead to 
higher retention of key talent at Absa. Therefore,in finalising the study, the 
following recommendations for the application are provided: 
 
 111 
There is evident confusion about the depth of the talent pool within Absa. 
Therefore, management needs to have transparent and consistent communication 
in the business about the strength and availability of talent.  This will create 
common understanding about talent needs in the organisation. By so doing, 
employees may identify opportunities and be motivated to strive to be part of the 
talent pool. This may increase chances of retaining talent. 
 
The bank should conduct a proper skills audit to determine whether skills are 
aligned with business strategic imperatives. This will strategically focus learning 
and development initiatives to close talent gaps.  There is strong evidence in the 
study that Absa is lacking in this area. 
 
Performance management received a high aggregate mean of 3.7, with a standard 
deviation of 0.8. This indicates that Absa’s performance management system is 
effective. The bank should further capitalise on this to influence talent retention 
through performance based recognition. 
 
The study suggests that Absa’s remuneration and reward programmes are not 
effective in attracting and retaining talent.  The literature emphasised the 
importance of blending monetary rewards with non-monetary rewards. Although 
the results reveal that the Absa displays a strong culture of recognition, the bank 
needs to have clear segmentation of talent and consider paying premiums that are 
attractive to talent in order to minimise the risk of losing them.  It is prudent that 
the bank conducts a proper retention analysis; not assume what premiums are 
attractive to talent. 
 
Although the respondents acknowledge that programmes are in place to fast track 
transformation candidates at Absa, the study revealed a lack of effectiveness of 
such activities in addressing talent challenges within the transformation agenda. 
Management needs to explore this area as it directly affects attraction and 
retention of transformation candidates. 
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A compelling employee value proposition is one of the pre-requisites in 
attracting and retaining talent. The study revealed that only 20.2% of the 
respondents agree that they are seriously considering leaving the organisation. 
This may be a good indicator of Absa’s employee value proposition strategy.  
However, it is imperative to note the lack of confidence expressed by the 
respondents in addressing transformation challenges.  The 20.2% who seriously 
consider leaving the organisation may be transformation candidates.  
Management needs to further analyse this composition as it may hamper the 
organisation’s transformation commitments. 
 
The majority of respondents did not believe that talent management strategy is 
well understood by all employees. The reasons leading to this belief need to be 
investigated further as such belief can be a potential hindrance to effective 
implementation of talent management strategy. 
 
6.3.5 Problems and Limitations 
 
There were no problems encountered in this study. A possible limitation may be 
that the study was conducted during the organisation’s restructuring process.  
However, the respondents were keen to participate despite the trying times in the 
organisation. It is therefore highly unlikely that the restructuring process affected 
the study. 
 
6.3.6 Opportunity for Further Research 
 
Section 2.2 highlighted that in this study, certain strategies relevant to talent 
management have been left out. This provides an opportunity to further research 
areas such as employee engagement, where this study can serve as a basis. 
The findings of this study may be used to further investigate reasons why Absa is 
not perceived as being successful in retaining transformation candidates. This 
may lead to an in-depth investigation into the organisational culture. 
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Further research can be conducted to investigate reasons why Absa is challenged 
with talent retention despite having a clear employee value proposition strategy. 
 
Lastly, talent retention is a challenge confronting businesses globally.  There is 
scope to compare talent challenges and trends across various industries. 
 
6.4   Conclusion 
 
The study aimed at investigating whether Absa’s talent management approach is 
succeeding in retaining critical talent within its transformation agenda. The study 
thoroughly analysed each of the objectives and determined the strength of the 
relationship in influencing talent retention. The interpretation and analysis of 
results conducted was in relation to the research problems as outlined in chapter 
one. These provided the basis to form conclusions and make recommendations in 
the study.  Opportunity for further research was also highlighted as the study has 
potential to benefit other businesses across industries. Finally, this study has 
argued the criticality of talent management as a strategic imperative for business 
success. 
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Annexure 1: QUESTIONNAIRE 
 
SECTION A: BIOGRAPHICAL INFORMATION 
 
Please provide the following information by placing an X in the appropriate 
box 
 
1. What is your age? 
 
1.1 30 or less  
1.2 31 - 35  
1.3 36 - 40  
1.4 41 - 45  
1.5 46 or more  
 
2. What is your highest qualification? 
 
2.1 Grade 12  
2.2 Diploma  
2.3 Bachelor's Degree  
2.4 Master's Degree  
2.5 Other, please specify  
 
 
3. How many years have you been employed at Absa? 
3.1 0 - 5 years  
3.2 6 - 10 years  
3.3 More than 10 years  
 
4. How long have you been employed in your current position? 
 
4.1 0 - 5 years  
4.2 6 - 10 years  
4.3 More than 10 years  
 
5. For Employment Equity purposes please indicate your race and 
gender in the   appropriate box. 
 
 
 
 
 
 
 
 Race Female Male 
5.1 African   
5.2 Coloured   
5.3 Asian   
5.4 White   
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SECTION B: TALENT MANAGEMENT 
 
 
 
This section is designed to determine the extent to which the bank is able to 
attract, engage and retain talent.  Literature has revealed that a good talent 
strategy consists of a combination of elements that promote an engaging culture.  
These elements include Recruitment, Learning and Development, Performance 
Management, Reward and Recognition and Culture of Inclusivity. 
 
Please read each statement carefully and indicate the extent to which you 
agree or disagree based on your experience with the bank by placing an "X" 
in the appropriate box. 
 
 
B1 Recruitment 
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1 Absa has a sufficient internal talent pool to 
recruit from 
     
 
 
 
2 In practice, recruitment focuses on internal 
promotions rather than external 
appointments 
     
 
 
 
3 Absa is effective in retaining talent 
 
     
 
 
4 A proper skills analysis is conducted to 
determine talent gaps 
     
 
 
5 Every effort is made to support newly 
appointed employees in their new roles  
     
 
 
6 There is a sufficient talent pool to fill 
managerial vacancies 
     
 
 
7 The recruitment process is successful in 
attracting the best talent 
     
 
 
8 Recruitment processes are aligned to the 
organisation's talent needs. 
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B2 Learning and Development 
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1 Absa does a good job in developing talent 
to their full potential 
     
2 I receive training to help me learn and grow 
in my career 
     
3 There are learning opportunities to help 
talent improve performance 
     
4 A skills audit is conducted regularly to 
determine skills gaps 
     
5 Absa's training plan is in line with 
individual career needs 
     
6 All employees are afforded equal 
opportunity to learn and grow 
     
7 There are training programmes in place to 
help fast track development of talent 
     
8 After training, there is opportunity to apply 
new skills back on the job 
     
 
 
B3 Performance Management 
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1 My personal objectives are mutually agreed 
with my line manager 
     
2 I have a clear understanding of my 
performance objectives 
     
3 I have regular coaching conversations with 
my line manager 
     
4 Performance review discussions are 
inspiring 
     
5 Performance gaps identified during 
performance review are translated to the 
training plan 
     
6 There is adequate support to help 
employees improve performance 
     
7 Absa employees receive constructive 
performance feedback from managers 
     
8 Absa has a high performance culture      
9 The performance management system is 
consistently applied to all employees 
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B4 Reward and Recognition 
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1 Absa reward programmes are effective in 
retaining talent 
     
2 Absa reward system contributes to me 
staying with the organisation 
     
3 Absa offers competitive remuneration that 
is attractive 
     
4 Good performance is recognised at Absa 
 
     
5 Good performance is rewarded adequately 
 
     
6 Absa incentive schemes are performance 
based and fair 
     
7 My manager always gives recognition for a 
job well done 
     
 
B5 Diversity and Culture 
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1 Managers create an environment where 
diverse employees thrive 
     
2 Programmes are in place to fast track 
development of previously disadvantaged 
groups to management positions 
     
3 Succession planning is aligned to the 
organisation's transformation needs 
     
4 Employee transformation activities are 
effective in addressing talent challenges 
     
5 My manager always embraces diverse 
contributions from the team 
     
6 Different perspectives from diverse 
employees is always valued 
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B6 Leadership 
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1 My personal objectives are mutually agreed 
with my line manager 
     
2 I have a clear understanding of my 
performance objectives 
     
3 My manager always gives recognition for a 
job well done 
     
4 Managers create an environment where 
diverse employees thrive 
     
5 My manager always embraces diverse 
contributions from the team 
     
6 I am inspired to work beyond what is 
required 
     
7 Absa employees receive constructive 
performance feedback from managers 
     
 
C1 Employee Value Proposition (EVP) 
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1 I am inspired to work beyond what is 
required 
     
2 My job provides me with flexibility of 
work life balance 
     
3 My work environment provides equal 
opportunity for a diverse workforce 
     
4 My work environment is captivating 
 
     
5 An effort is made to place employees in 
roles fitting to their skills and passion 
     
6 I believe the organisation provides long-
term career for talent 
     
7 I would recommend Absa as a great place 
to work 
     
8 At the moment, I am seriously considering 
leaving the organisation 
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C2 Talent Management Barriers 
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1 I believe leadership is committed to 
managing talent effectively 
 
     
2 Talent management strategy is well 
understood by all employees 
     
3 Rapid change in the organisation hinders 
successful execution of talent 
management 
     
4 Every talent is assigned a coach 
 
     
5 I believe there is a consistent criteria in 
identifying talent 
     
6 Talent is given opportunity to be 
innovative 
     
7 I have good guidance about my possible 
career paths 
     
 
Thank you for taking time to complete the questionnaire. 
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LETTER TO THE HUMAN RESOURCES PROVINCIAL HEAD 
 
Annexure 2 
 
09 July 2012 
The Provincial Human Resources Manager 
Absa Bank, 1
st
 Floor, Fairview House 
68 Ring Road 
Port Elizabeth 
6045 
 
Dear Sir 
 
MBA Research: Investigation into Talent Management as a strategy to 
promote employee retention at Absa Bank 
 
In order to meet the requirements for the above mentioned qualification at 
Nelson Mandela Metropolitan University, the researcher will be conducting a 
survey on talent management as a strategy to promote employee retention at 
Absa bank.  The study will be conducted among middle management at MM and 
PP levels and respondents will be selected randomly. The information obtained 
will be treated confidentially and for the purpose of the study only. 
 
The purpose of the study is to investigate whether Absa’s talent management 
approach is succeeding in retaining talent within its transformation agenda.  This 
study will benefit the organisation by highlighting strategies that could lead to 
improved talent management execution.  You are kindly requested to give the 
researcher access to the respondents; the completed questionnaire to be returned 
to the researcher by 20 July 2012. 
 
 
 129 
Yours Sincerely 
 
 
________________     ______________  
PhumezaPepeta     Prof Paul Poisat 
Researcher      Promoter 
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QUESTIONNAIRE COVER LETTER 
 
Annexure 3 
 
15 July 2012 
 
Dear Respondent 
 
Investigation into Talent Management as a strategy to promote employee 
retention at Absa Bank 
 
You have been randomly selected to participate in the survey by a Nelson 
Mandela Metropolitan University student in order for her to meet the 
requirements of the Masters Degree in Business Administration. The purpose of 
the study is to investigate whether Absa’s talent management approach is 
succeeding in retaining talent within its transformation agenda. The information 
obtained will be treated confidentially and for the purpose of the study only.  In 
order to ensure that your response remains anonymous, do not place any of your 
details such as name, employee number and job title in the questionnaire.   
 
You are kindly requested to complete the attached questionnaire by answering all 
the questions and return it directly to the researcher at: 
Phumeza.Pepeta@absa.co.za by close of business, 20 July 2012.   
 
Your participation in the survey will be greatly appreciated 
 
Yours Sincerely 
 
________________        
PhumezaPepeta        
Researcher         
